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FOREWORD 

Since 1972, the US Army Research Institute for the Behr ioral and 
Social Sciences (ARI) has been active in research on the policy, projects, 
and operational problems of the Army's race relations/equal opportunity 
(RR/EO) program.  In 1973 In response to a specific requirement of the 
Assistant Secretary of Defense (M&RA), ARI initiated the development of 
the Racial Attitudes and Perceptions Survey (RAPS).  The purpose of the 
survey is to measure racial climate at the installation level.  The 
research involved in the development and validation of the survey instrument 
is presented in ARI Technical Paper 338.  The results of one study using 
the RAPS can be found in ARI Research Memorandum 77-24.  The present manual 
describes the RAPS in detail and provides specific procedures for its 
use and interpretation. 

The development of this manual was begun in 1975 in the Social Processes 
Technical Area.  The manual went through several draft versions until it 
was formed into a product directly usable by military personnel.  The final 
version was completed in 1978 in the Career Development and Soldier 
Productivity Technical Area under Army Project 2Q762717A767.  The ARI 
Equal Opportunity Research Program is now conducted at the Presidio of 
Monterey Field Unit. 

3BPH ZEIDNER 
nical Director 

f. JRKIC PRKIBIWO fifflt IIUIK 
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PREFACE 

This manual contains  the Racial Attitudes  and Perceptions Survey 
(RAPS), a brief history of its development,  a detailed description of 
the structure of  the  RAPS,  and  specific  directions  to  administer,   score, 
and  interpret  the   results of the survey.     The  manual   is written in such 
a way  that an installation commander or his  delegate  can use  the  given 
procedures  to conduct  the  survey from beginning to end.    The  manual 
indicates the people needed to run the survey,   the number and types of 
people to respond  to the  questionnaire,  and the steps   to be   taken by 
each of the  individuals concerned. 

The RAPS was developed with the idea that many of   the events and 
situations that influence the racial attitudes and perceptions of soldiers 
occur at the  installation level and are outside the immediate control of 
company level commanders and supervisors.    The goal of  the RAPS is  to 
clarify the racial attitudes and perceptions of racial behaviors that 
are held by soldiers so that the installation commander can  focus and 
adjust his programs  to promote  racial harmony and cooperation.    While 
the RAPS can be administered at any given point  in time,  its  value can 
be increased by administering it routinely at periodic  intervals. 
Periodic administrations of the  RAPS indicate whether change is occurring 
and if that change is  in  the direction desired.     They  can also provide 
early Information on new or potential  issues. 

At present the emphasis in research concerning the  race  relations/ 
equal opportunity area is  at the local unit level.    The aim is to provide 
the company commander with tools to assess  the  racial  situation in his 
command and take direct steps to promote and maintain  a cooperative 
climate.    However,  the RAPS remains available for use by installation 
commanders to obtain an overview of the whole installation and to keep 
informed about conditions  that exist beyond the control of local units. 

^J 
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INTRODUCmON 

l-l.     PurpoHi- ol   Tills Mmuwil.     Tills manual   conLalns  a ck'Hrr Ipt Ion of 
tin'  Racial   Attitiuk'.s and  IVrcopt Ions  Survey   (RAPS),  specif It- dlreotlons 
for ailministor In^ and scoring   It,   and  »•.uhli'1 liu-s  lor   intorprut IHK  tht 
results. 

1-2.     Scope.     This manual  applies  to   Installation commanders and  those 
personnel   delegated  to administer,  score,  and  Interpret   the  RAPS. 

1-3.     The   RAPS.     The  Racial   Attitudes   and  Perceptions  Survey   Is   a  40 
minute,   paper and pencil   questionnaire   that measures  the attitudes and 
pen options  of military personnel   on   racial matters as  thev are  experi- 
enced   In  dally   I lie.     Its primary   purpose   Is  to provide ohjective   Infor- 
mation  to  the   installation commander  to  aid him  In his general   program 
to  reduce   racial  discrimination and  promote  racial  harmony. 

1-4.     The  RAPS Team.     The  RAPS  team consists of  those  installation 
personnel   the commander appoints  to  administer,  score,  and   Interpret   the 
survey.     The number on the team will   vary  depending on  their survey 
skills  ami  the size of  the   Installation.     For the typical   Installation, 
the  RAPS  team consists of:     (1)  a  technical  consultant;   (2)  a  represen- 
tative   from  the automatic data  processing  (ADP)  unit   serving the   Instal- 
lation;   (3)   an MO to train  the monitors who actually administer  the 
survey;   and   (4)  an officer to head  the  team and see  that   the myriad  of 
tasks  are   accomplished  on  time. 

HuiaOHMflMM   - ■ .- 
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CHAPTER 2 

DKSCRIPTION OF THK  KAPS 

J-l.     Development.     The RAPS  Is  the result   of a nurober of years of 
scientific  research.     The original  concepts   for the RAPS were generated 
by social  science protess ionals within the military who saw the neeii   for 
providing  the  commaiuler with a tool   to better understand  the  racial 
climate at  his   installation.     Further work  to validate the RAPS as an 
assessment   instrument was directed by  the  Department of Defense,   funded 
by the Department of the Array,  and executed by a contract   research firm 
under the monltorshlp of the U.S.   Army Research  Institute for the Behav- 
ioral and Social Sciences.     In the  process of developing the RAPS, 
Installations of all services  In a wide variety of locations and with 
varying missions were closely examined  In order to ensure relevance and 
applicability  in all military situations.     The questionnaire has been 
carefully developed to satisfy all  the scientific criteria for a measuring 
Instrument and lias been examined at different   levels of the military 
i-ommaiid hierarchy.* 

2-2.     Purpose.     The RAPS  Is designed  to provide  the  Installation  commander 
with Information  that can help him to plan or redirect his programs and 
policies  to promote racial harmony.     Specifically,  tills   Information can 
aid  In the setting of priorities and allocation of resources.    The RAPS 
can supplement  the commander's own knowledge of his  Instal' it Ion,  help 
assess  the overall  effectiveness of his  programs,  communl       I command 
concern about  equal opportunity and harmonious  race ralati>us,  assess 
changes  In the racial situation over time,  pinpoint particular areas 
that have potential  for being problematic,  and enable the commander to 
communicate more effectively with his personnel. 

2-3.    Limitations.    While the RAPS can be a valuable tool for commanders, 
it does  have  limitations and some difficulties   in usage.    The RAPS 
Itself will  not solve any racial problems but   rather provides   Information 
tiiat will  aid  in  their solution.     It  does  not  provide data on the exact 
causes of problems or misperceptions but  rather  indicates when they do 
exist.    The actions that need to be taken are not alway;. clear cut.    The 
RAPS only Indicates  that action in some areas  seems necessary. 

Since  the  RAPS  represents personnel attitudes  and perceptions   rather 
tiian objective reality,  changes in real installation conditions are not 
necessarily readily reflected in changed responses on the RAPS.    Thus 
the RAPS patterns are slow to change and,  at  times,  lag behind real 
installation conditions. 

*See Robert  L.   Hiett, Robin S.  McBrlde,  Byron C.   Flman, Measuring the 
Impact of Race Relations Programs  in the Military,  Human Sciences  Research, 
Inc.,  7710 Old Springhouse Road, McLean, Virginia,  22101, March 1974. 
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I'hi' survey slumld not  hi- used tu directly evaluate specific pro- 
grams or specific commanders.    The evaluation of  programs requires 
Instruments and designs adapted  to each program  to see how well   Its 
goals are helng met.     The KAPS  Is an  Instrument   too general   for this 
purpose.     Further,  while the  identification and  possihie punishment  of 
commanders who don't  eliminate ohstacles  to  racial   harmony  Is deslrahle, 
the utilization of   the RAPS for this purpose will  most   likely   invalidate 
the  responses  from the units of  those commanders   in the future  for they 
will  very  likely attempt  to Influence  their personnel  to give certain 
responses.     Using the RAPS to evaluate specific  programs or commanders 
reduces  the mutual   trust  that   Is critical   for  the  RAPS and race relations 
programs   in general. 

The  focus of  the  RAPS  is on hlack-whlte  relations mainly because 
these two groups constitute the  largest  percentage of  the military 
population.     The RAPS cannot   in  Its present   form assess perceptions and 
altitudes concerning the treatment of other racial  and ethnic groups. 
On the other hand,   there are six questions  that  ask each respondent 
about   how he personally has been treated on account  of his race.     These 
questions  provide a means  to get  at   the experiences ot   other minority 
groups and  encourages   individuals  to participate  fully in the survey. 
People  from other  racial  ami ethnic groups can provide different  and 
useful perspectives on the Installation conditions. 

J-4.     Structure of  the RAPS.    The  118  items on  the  Racial Attitudes and 
Perceptions Survey  fall   into three broad sections:     (I)    Racial Percep- 
tions  Inventory  (RP1);   (2)     Incidence of niscriminatory Behaviors  (IDB); 
and ())    Pemographlc   Items.    Within each of the first  two sections, 
several  of  the  Items  combine together  to  form scales or content  areas 
which  relate  to specific  types of  racial attitudes or perceptions.     All 
the  items on the RAPS have been carefully selected and refined.     A copy 
of the questionnaire and  the  Items  that   form the various scales or areas 
can be  found  In Appendix B and K, and Chapter 8. 

2-!).    The RPI.     The  Racial  Perceptions  Inventory section consists of 
sixty-nine statements   reflecting racial  attitudes or perceptions about 
various areas oi  military life.    Each respondent   is asked to  Indicate 
his  level  of  agreement  or disagreement  with each  Item.     The statements 
form tour main scales: 

1. Perceived  Discrimination Against  Blacks   (PDB)  - 24  state- 
ments concerning the  individual's perception of  the amount of  racial 
discrimination  In the  treatment of black personnel   In  specific areas of 
military life such as supervisory treatment, opportunities for advance- 
ment, and military Justice. 

2. Attitude Toward Racial   Interaction  (ATI)  -   IS statements 
concerning how favorable an Individual  Is towards  living and working 
together with people of different races. 

^ 
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\.     Fooling»  ol   KOVOVHO  Kar i HIH   U'KR)   -   it  MltflomotU«  couc«ru- 
tt\x an   Individual'H  attltudoH .uui  pot i-opt ioni^   ili;»i   whitoH tN  t)iton(onod 
l>y l-l.i. ks  and  that   black potHonnvl   aio   ttoaiod moio  tavurably  than whitv 
porsonnol. 

4. Kakial Climaio (ftC) - 1/ Htatomoittu MMMnlll an tndlvi- 
dn.tl's poicoptiunN and utitudow about the «piiilMv ot taro ii>lationH In 
tlio Avmv  and about   the  levol ol   i-onunt tmont   ol   t ho  Army   to  i.u i.«l   hannonv. 

Tho   Ul'l   alao  has   a group ol   c   HtatomonlM   lot looting  tlio   Indivi- 
dual'« direct   poruonal  oxporlonc«1 ol   racial  mat tor*   in  the Army.     BMM 
statomontH arc  phraaod  no  that   they  apply  tu «very   indlvUlual   regardlosH 
of hiH  raco.     Tlii»  TotHonal   Kxpoilonco«   (VE)   Item group dllowH  Holdlern 
wlio do not   couKldor   thoniHolvcn black or whlto  to mako  an  input   ;o tho 
•iiuvov  baaod on   thoii   race. 

2-b.     Tho   U)B.     Tho   Incidence ol  Ulaoriminatorv  Uohavloin section con- 
sists ol   louv-two  Htatomentx  that   doact Ibe  wpoclllc  dlHcrImlnatofy 
l>cltavlois  that   mav  occur oi\ a mllitaiy   Inetal lat ton.     Tho re»pot»dentn 
arc asked  to report   on how olten they  have petMonallv  seen,   heard,   ot 
experienced  auch behavior«.     The content   area« and   indlvKlual   «tatements 
within  tho content   areas are   listed   in  rank order  with  the  tlist   area 
and  t list   «tatemonl  within the content   area relating to behavior« with 
the highest   potential   lor creating  racial   tension.     There «re  tour major 
content   area«   In   tho   1PB: 

1. Racial   Harassment   tRlO        11  statements  concerning discrim- 
inatory  behavior« by  other soldier«  that   the   Individual  lias heard oi 
seen such as  lacial   ivame calling,   racial   Joke«,   or exclusion ot   « membei 
ol   a given  race   Irora a post   facility. 

2. System Treatment   ^SD   -  ^  «tatements concerning discrim- 
inatory behavior« by   the Army "«ystem"   that   the   Individual  has  «een o« 
experienced  «uch  as  one's receiving worse quarter«  or  service because  ol 
his  race. 

\.     Supervisory Treatment   l.Sl'lM   -   In  «tatements concerning 
illscr Iminal oi y  behaviors by uupervisor«  t Itat   the   individual  has  seen or 
experience»!   such  as   one'«  receiving  dlllerentlal   punishment,   towards,   ot 
work  details  because  ol   race. 

•'♦.     So 11-Sogt egat Ion  (SS>   -   •♦  «tatements  concerning  the degree 
to which  tho   Individual  «ees member« ol"   the  same   race  sticking  togethe» 
on and oil   duly. 

Wille  tho  RIM   section pertain«  to attitude«  and perception« ol 
racial  mattet«,   the   IPb section pertain«  to  report« ol   actuallv  experi- 
enced discriminatory  behavior«.     In  uHing the  reaults  ol   the KAl'S,   the 
commander  can  try  to change attitude«  and perception« which are   impropet 
or   inaccurate while  eliminating actual   dlacrlmlnatory  behavior«  that   are 
reported  to occur.     The RArS result« will   point   to  the areas where  the 

___ 
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Ktvatost oltüftu whuulii bv  cuncfntratud. 

2-7.  Demographics.  The Domügraphic« section oi the RAPS contains Items 
that allow one to classify the respondent« along certain characteristic«: 
racial/ethnic group memburship, age, sex, rank, amount of education, 
length of time on active duty, and amount of interracial personal con- 
tact off duty.  These characteristics have been found related to an 
individual's attitudes and perceptions in past surveys.  The items are 
necessary so that one can tell whether changes In the KAI'S results are 
due to changes in attitudes, perceptions, and observed behaviors or due 
to changes in the types of personnel in the survey sample. The items 
also allow one to assess how representative the respondents are of the 
total group of people on the installation.  If particular categories of 
respondents score especially high or low on the various measures, that 
will indicate that something is going on in their lives that might be a 
good focal point for a more thorough investigation. 
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CHAPTER ] 

THF RAPS TEAM 

)-l.  I'utpose.  Tlu» RAPS team plans, coordinates, and controls the 
various aspects of   the survey administration and then Interprets and reports 
the results to the commander. 

i-2.     Team Leader.  The team leader Is responsible for overseeing the 
activities of the team to Insure that all the tasks are completed In a 
timelv manner.  He also schedules the various tasks, contacts the sub- 
lects who will take the survey, selects monitors to actually administer 
tlie survey, notifies monitors about the training session, determines the 
format for the questionnaire booklet (and answer sheet If used), and 
Insures that the booklets (and answer sheets) are printed and available. 
After the survey is completed and the data analyzed, he reports the 
results to the commander. 

T-l.  Technical Consultant.  The consultant is responsible for determin- 
ing tlie number of soldiers needed to take the RAPS, for selecting the 
actual sample of soldiers, and for analyzing and interpreting the data 
after It Is collected.  He Is also responsible for providing general 
technical guidance to the team.  The following installation personnel 
ml^ht be considered for this position:  mental health professional, 
social science professional, testing officer, race relations training 
officer, or personnel officer. He should be familiar with surveys. 

3-4.  Automatic Data Processing Representative.  The ADP representative 
must be familiar with the procedures and capabilities of the ADP section 
that will score and furnish printouts of the survey data.  He is respon- 
sible for scheduling the ADP programming, supplies, personnel, and 
equipment for use In conjunction with the survey.  He sees that the 
sample rosters are generated at the beginning of the survey planning and 
that the RAPS data are scored and processed for analysis and interpreta- 
tion after the survey. 

)-S.  Training NGO.  The training NCO is responsible for training the 
monitors to administer the survey.  He Is also responsible for inspect- 
ing the facilities in which the RAPS is to be given to determine their 
adequacy.  Ho Insures that the monitors receive the survey materials and 
return them once the survey is finished.  When he has certified that all 
materials have been returned, he takes them to the ADP section. 

i-b.     Team Effort.  The RAPS survey is a complex operation which requires 
that the team members work closely together.  At large Installations, it 
may be necessary for additional personnel to be added to the team to 
help accomplish some tasks.  At small Installations, some team personnel 
may need to assume more than one Job.  Since the operation is a coordi- 
nated team effort, it is desirable that the same personnel stay with the 
team throughout the whole project. 

-l^M. —^ titit ~. ^ ?!».■ imiidifa-»*r 
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In Table 1, the major survey tasks are listed along with the team 
member who lias the main responsibility for each task.  The chapters in 
this pamphlet that toilow are guides for the team members to aid them in 
accomplishing their tasks. 
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TABLE 1 

MAJOR SURVEY TASKS AND 
MAIN TEAM MEMBER RESPONSIBLE 

8 
a 
o 

•H 
4J 
(d 

•a 
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C I 

3 
U) 
e o 
o 

u 
at 
H 

>   I 

c 
ai 
(0 
01 
I- a 
0) 

0« 

§ 

o 
Q i 

so !  n 
I u 

•H O 
C w 

I» 
H 
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1.     Decides  to give the RAPS 

1 2.    Gathers RAPS team 

3.  Prepares tentative schedule 

4.  Determines sample size 

5.  Specifies how to select sample 

6. Generates sample roster 

7.  Contacts sample 

8.  Schedules ADP activities for RAPS 

9.  Determines RAPS format 

10.  Insures RAPS forms arc printed 

11. 

12. 

13. 

Selects monitors 

Notifies monitors of their selection 

Prepares facilities and supplies for 
monitor training session 

14. 

15. 

16. 

17. 

Trains monitors 

Reserves facilities for ajrvey 

Inspects reserved facilities 

Gathers and organizes printed survey 
forms for monitors 

18.  Picks up forms from training NGO 

19. 

20. 

Inspects facilities preceding survey 

Administers survey 
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HMOI mVR  TASKS MiD 
MAIN  TKAM MEMBER KKSPONSIBLE 
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II.  Returns survey nutorials to trngdOO 

Brings survey materials to AlH' aei-tlon 

23«  PCOetMM survey data 

24.  Brings survey results to technical 
consultant 

25.  Analyzes and interprets results 

2b.  Reports results to commander 

27.  ».lives feedback to installation soldiers 

28.  Takes actions deemed necessary 

29.  Retains survey results for future use 
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ciuriiK 4 

DETEKMiNiNi: THli MMRJ 

4-1.  Tho Samplt>.  Tito total group ot t;ol<Ji.oiti wliost* uttitudoti and 
poii-opt Ion« ono wishe« to kuow is callod the "population."  For tho 
IMPSi this total group or population is all the soldiers (ottieor and 
enlisted') on an installation.  I'he RAl'S is not designed tor administra- 
tion to speiial groups or units within an installation. 

It is usually impractical to survey everyone in the population. 
Iherefore a portion ot the people in the population is selected.  This 
selected portion is »ailed a "sample."  It the sample is selected in an 
appropriate manner, it can »luito accurately retlect the attitudes and 
perceptions ot the population.  Up to t  point, the larger the sample, 
tho more accurately the population attitudes and perceptions are re- 
flected.  However, the larger the sample, the more costly is the survey 
in terms of raanhours, supplies, t.icilities, and enuipmenl. 

4-2.  Sample Si.re.  The degree ol accuracy (and hence, the t&M ot the 
sample) desirable depends on why the RAl'S is being used.  If the RAl'S is 
»■.iven as a matter ot routine to keep the commander in touch with his 
personnel, then the estimates of tho population attitudes and percep- 
tions need only to be moderately precise.  If the KAl'S were to be ana- 
lyzed extensively to lind information about an installation where a 
serious racial situation exists, then a greJt degree ot precision would 
be necessary to make sure the conclusions drawn would bo very accurate. 
Table 2 indicates the appropriate sample sUe desirable for tour levels 
of precision in estimating the population attitudes and perceptions from 
the sample. 

TAB1.K 2 

niL  NUMBCR HP SOLDIERS  HMB 
IN niE SAMm; 

Degree of 
Tree ision 

Ulacks Non-Ulacks 

Rout ine 250 LM 

Mode rat• 440 

High 1000 64Ü 

Very High 1730 1110 

i 
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The si'it ii'ii on  sanv'.ing   in Appendix F oxpl.ifns  h.»w  tlu-st'   t i^uri's 
were vicrlvod .nid  Rives   lnt\)niiat ion for .1  person  familiar with  surveys  so 
that   he can determine  the modifieations neeessarv  tor  any ^iven adminis- 
tration of the RAPS.     For  small   installations,   it   is desirable  that  as 
manv  personnel  as  possible  take  the survey.     The aceuracy of  survevs 
depends not   just  on  the percentage of  people  sampled  but  on  the actual 
numbers.    The small   installation  eommander must   realize  that   (unless 
nearly   100* of  the   Installation  is sampled)  he will   have to  live with 
less  precise estimates.     However,   these estimates  still   should  be accu- 
rate  enough  for  the  commander   to  get   an  Idea  of   the attitudes and  percep- 
tions of his personnel   and  to modity his programs as deemed  necessary. 
Foiiunatelv,  because of  the  small   size of  his   installation,   the commander 
Is   likelv to  have more  personal   knowledge about   his  personnel   to use 
along with the KAPS   results. 

The figures   in  the  table are based on two groups,   blacks and non- 
Macks.     For example,   if one wanted  to administer  the  RAPS  for  routine 
reasons  and minimize  the resources  tied up, one would  draw a  sample 
roster such that   2S0 blacks  and   IbO non-blacks would  be expected  to 
complete the questionnaire.     i>ne  could  then compare black and  non-black 
responses.    More blacks  than non-blacks are needed  slmplv because past 
RAPS  survevs have shown  blacks  to differ more among  themselves   in their  racial 
attitudes and perceptions  thereby making  It more difficult   to assess 
tiieir tvpical  attitudes and  perceptions. 

•'.i-l.     Command Support.     The  number of  soldiers  (including officers) 
indicated   in the  table   Is  the  number  that  must  complete  questionnaires. 
I'he actual   number of  soldiers on  the sample  roster  should  be  from 50 to 
100v. more because  typically many on the roster don't  make   it   to  the 
survev administration.     The  number of additional  people  needed  on  the 
sample  roster depends  on  the  command  support  given  to  the  project.     With 
greater  support   insuring a greater percentage appearing  for  the survey, 
a  lesser number v>f  additional  people need to be on the  roster.     In 
Appendix  F, a breakdown   Is given of  reasons why  personnel  on a  sample 
roster did  not   show up  for an actual  survey. 

4-4.     Selecting the  Sample.      It   is desirable  to use  the most   current   and 
accurate   list  of personnel  at   the   installation for drawing  the sample 
roster.     The use of  the most  current   list along  «'ith command  support 
will  help I great  deal   in   insuring  that  the expected  respondents  show 
for  the survev.     Similarly,   the administration should occur  relativelv 
soon after  the sample  roster  is drawn in order to minimize  respondent 
loss. 

The  selection of  subjects  from the   installation  list  must   be done 
by random means.    The  easiest   way  for this to be done  Is  by using  the 
last   two digits of the  social  security number.     For example,   suppose 
that  at  an  installation  there are   12,800 non-black and 4,000 black 
soldiers   (officers and  enlisted).     The commander wants the survey  to 
have | high degree of  precision  In estimating the typical  attitudes 
and  perceptions.     Therefore; 
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(line   1)   Number  ol   non-blackü needcil   (from 
Table  |) 

(line  2)   Number  added   (50Z  ot   line  1)   for  "no 
sliows"  at   the  admiuistrution 

640 

320 

(line 3) Total number needed on sample router 
(line 1 + line 2) 960 

(line 4) Number on insiLall; tion 12,800 

(line 5) Selection ratio (line 3 t line 4) 960/12,800 

By rounding the 7.5% up to 6Z,   one sees that it is desirable that 
about 8 of every 1Ü0 non-black soldiers be selected for the survey. 
Since there are one hundred possible combinations of the last two social 
security number digits (i.e., 00, 01 98, 99), one need only 
randomly select 8 of these combinations to determine the non-blacks for 
the survey.  Everyone whose last two social security digits match the 
eight selected becomes part of the sample roster.  The 8 digits can be 
selected by using a table of random numbers (done by the consultant) or 
simply drawing them from a hat containing all the 100 combinations 
possible.  The same processes should be repeated to obtain the black 
sample roster. 

If it is likely that there may be a large number of personnel who 
don't show for the survey, additional digit combinations may be select- 
ed, and the personnel with matching social security digits can be placed 
on an alternate roster.  Personnel on the alternate roster may be used, 
if needed, to replace those of the same approximate rank, unit, and age 
on the regular sample roster.  However, if the survey has good command 
support and the «ample roster is derived from an accurate and current 
installation list, no alternate roster will be necessary. 

4-5.  Contacting the Sample.  Once the sample has been selected, the 
survey subjects must be informed that they are to appear at the sched- 
uled time, date, and pl».ce.  They should not be told of the specific 
nature of the survey but just that they will be responding to a survey. 
If subjects are forewarned of the nature of the survey, certain of them 
may intentionally avoid it while others may discuss the topic among 
their friends.  In either case, the results of the survey will be biased. 

There is no best way to contact the subjects.  Whatever way seems 
best for each installation should bo used.  One way is to have three 
copies of the sample roster generated by ADP machine methods.  One copy 
is for the staff in charge of running the survey, one is for the moni- 
tors administering the survey, and the other is for the various compan- 
ies responsible for the subjects.  The roster should be arranged in 
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dt'Sii-nding order ot couuiuml so that all ihouc   m one division will be 
togetlu-r as will all thOM in each bi igau.' oi the division, each batta- 
lion ot the brigade, and each company ot the battalion.  That wa\, team 
peisonnel can deliver the appropriate section ot the roster to each 
division, division can deliver the appropriate section to each brigade, 
brigade can deliver the appropriate section to each battalion and so on 
to the companv level.  Kach company can then notity its personnel to 
report for the survey.  This method is particularly useful when there is 
a very large numbur ot subjects.  With smaller numbers, a simple mailed 
iorm letter to each subject will do.  A reverse procedure is to send the 
selected social security digit« ^according to race) to the companies and 
have them notity the personnel and send the names and tull social secur- 
ity numbers oi appropriate personnel back up to the KAPS team.  Alter- 
nately, at small installations or within small units, notitication of 
those to «ppear tor the lormation can bo posted on the unit bulletin 
board. 

To insure that subjects have received notitication, they can be 
reipiired to initial the company rosters or to return I postcard enclosed 
with the iorm letter.  The companies and subjects should have a point ot 
contact or ottice with which they can discuss any important problems or 
time conilicts that may occur.  Alternate scheduling arrangements may 
need to be available in tairness to the subjects and their work units. 
Flexible scheduling avoids subject hostility and increases the number 
showing for the survey.  No matter what method is chosen to contact the 
subjects, the expression ot command support for the survey by letter or 
other means is important to the subjects and for the success of the 
project. 

A-6.  Problems with Small Samples.  The problem of maintaining anonymity 
for the respondents freipieutly occurs in small samples.  For example, 
the Demographics section ot the RAPS asks the respondent to indicate his 
racial-ethnic group and grade.  It one is the only black major or above 
selected for the sample and indicates his racial-ethnic group and grade, 
he no longer really remains anonvmous.  The only way to maintain anony- 
mitv in this case is to change certain of the Demographics questions. 
One can convert the grade quest ion possible responses into F1-E5, Et>-t:i). 
and ot t leer. 

In condensing the responses to the Demographics questions, one may 
lose intormation that could be uselul in analysis (Never change the RP1 
or IDB sections.).  However, it is more important to insure the respon- 
dent remains anonymous than to retain his complete demographic profile. 
Anonymity is needed so that the sample subjects are free to respond as 
thev truly toei.  For largo samples, this problem is not likely to be an 
issue. 

N 

Another  problem with small  samples   is not  obtaining enough black 
officers  for comparison purposes.     While  the random sampling method 
presented  in  this pamphlet   allows one  to obtain a sample  representative 
of  black soldiers  (officer  and enlisted)   on the  installation,   it   Is 
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likely that the actual numhrr of black officers in the sample will be 
quiti- small.  Therefore, one may wish to oversample black officers (by 
selecting additional ending social security number digits for that 
group) so that in analysis they can be compared with enlisted blacks anJ 
non-black officers. 

It is desirable for accurate comparisons that at least thirty black 
officers (as well as at least thirty non-black officers) complete the 
RAPS.  On small Installations, this may be more than the total number of 
black (or non-black) officers assigned.  In this case, as many black (or 
non-black) officers as possible should take the RAPS.  The number of 
officers added to the sample for comparison purposes will be small 
enough so that they will not seriously distort the representativeness of 
the total samples for each racial/ethnic group category. 
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m UAl'S KOKMAl' 

')-!.  PurpoHo.  The desirable formnt ot I lio KAI'S IH OM thnt ran present 
the survey It ems in ;i clear and efficient manner.  This chapter Is 
provided to guide the team In designing the appropriate format.  In most 
cases, the format will be simply a duplicate of the formats given In 
Appendix A and B or Appenulx C and 0 along with the I'rlvacv Act statement 
(Appendix L)t 

^-'J,     Considerations.  There are two main sets of options to consider In 
I lie KAI'S format.  The first set Is whether or not to modify items In the 
Demographics section. This will normally not be necessary unless the 
sample size is so small that the respondents can bu Identified easily by 
their responses to the standard Demographic Items. 

The second set of options concerns whether to have the subjects 
mark their responses In the survey booklet (see Appendix f' and D) or on 
an accompanvlng answer sheet (see Appendix A and H).  If there Is opti- 
cal scanning ADI* equipment available to score answer sheets, the use of 
answer sheets Is higlilv desirable due to the Increased accuracy and 
savings In manhours.  If no optical scanning equipment Is available, 
either method Is acceptable. 

The use ol an answer sheet allows the survey booklets to be used 
more than once tints saving printing costs.  However, one then has to 
design or acquire an answer sheet to fit the survey. The format where 
the sui)|ecls respond In the booklet Is generally easier for the sub)ecfs 
to use.  The ADI' representative on the RAl'S team can determine which 
method is best considering the ADP unit's capabilities.  The technical 
consultant can determine If any Demographics Items need to be modified. 

'>-<.  Cautions.  The team leader should lake car»» to Insure the booklets 
and answer sheets (If used) are available on schedule.  Add Itlonal1v, he 
must proofread the booklets to   Insure the Item wording coincides exactly 
with the KAI'S In Appendix B.  Because of the sensitive nature of the 
KAPS, It Is also Important that he maintain control over the printed 
booklets so that none tails Into the hands of inappropriate personnel 
betöre the siirvev Is completed. 

r)-A.  Survey Information Statement.  This statement (Appendix I.) should 
he  at the start of the survev booklet.  The statement can be modified to 
be installation specific If desired. 

^_ 
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CHAPTER fa 

SURVEY MONITORS 

6-1.  Purpose. The survey monitors are the personnel who actually 
administer the RAPS to the sample subjects.  This chapter is provided as 
a guide to those who select and train these monitors. 

6-2.  Monitor Duties.  For each session in which the RAPS is adminis- 
tered, monitors pick up the RAPS materials, open and inspect the room 
where the survey is to be given, check off names of subjects as they 
enter, seat the subjects, introduce the survey (see Appendix G) along 
with giving directions for it (see Appendix H), pass out the survey 
materials, answer questions (see Appendix J), collect the survey mater- 
ial when the subjects have finished, and turn in the RAPS material along 
with a brief description of the session. Monitors are also responsible 
for reserving the rooms where the RAPS is administered to insure the 
rooms have adequate heat, space, lighting, and sound levels.  The rooms 
must also have chairs, writing surfaces, ashtrays, and a public address 
system if very large. 

6-3.  Selection.  The team leader is responsible for selecting the 
necessary number of monitors with the appropriate characteristics.  The 
larger the number of subjects at a given session, the more monitors are 
needed. The Table 3 can be used as a guide. 

TABLE 3 

• 

THE NUMBER OF 
AT A 

MONITORS NEEDED 
SESSION 

No. of 
Subjects 

No. of 
Monitors 

1-50 2 

51 - 150 3 

151 - 250 4 

251 or more 5 

It is important that there be both black and non-black monitors in 
about equal numbers so that the survey is not seen as either a black or 
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a white project, which might possibly bias the results.  The monitors 
should be approximately of the same rank, usually NCü's.  If more than 
two at a session are needed, the additional monitors can be of lower 
rank. Personnel routinely involved with surveys on the installation are 
useful as monitors. On medium and large-sized installations where 
sample subjects from the same unit take the survey at the same session, 
the monitors should be selected from their unit (e.g., NCO in charge of 
unit race relations training). 

6-4. Training. To administer the RAPS efficiently without biasing the 
results, the monitors need some special, but minimal, training. This 
training should cover all of what they will be uoing from picking up the 
RAPS materials, to administering the RAPS, to turning the materials back 
in. If the monitors are unfamiliar with surveys or the RAPS, they 
should receive more thorough training than if they are familiar. How- 
ever, those who may feel they already know how to administer a survey 
also need training because of the special RAPS procedures. 

A sample training agenda and examples of questions (with appropri- 
ate responses) that might be asked by the subjects are given in Appendix 
I and J. These guides can be modified to suit any given administration 
of the survey. For example, one commander may choose to use ADF answer 
sheets for subject responses while another may want the subjects to mark 
their responses right in the survey booklet. Either way is adequate, 
but training instructions must be modified accordingly. Generally the 
training NCO with the help of the consultant should do the training. 

N 
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CHATTEK 7 

SUKVtY ADMINISTK/VTION 

7-1.  Preparatory Stups.  Tlio monltorw ulionld have  tlu< nocrssarv .survoy 
matorialH in their postieHaiun well btiore their first session.  When 
arriving at the room (well in advani-e oi the session) they should In- 
spect it again tor adotjuate heat and lighting and for the presence of 
writing surtaceu, ashtrays, and a public addreas system (If to be used). 
One monitor can chuck the subjects' names on the sample roster as the 
subjects enter while the other monitor seats them. 

7-2. Administration. The monitors should have copies ol the standarj 
introduction, the survey directions, the steps to follow, and the sample 
questions and answers with them at each session.  However, monitors 
should put these in their own words where they feel more comfortable 
doing so (but without changing any of the meanings). When all subjects 
have arrived, the monitors should follow the steps below.  The survey 
takes ■ maximum of 30 minutes with many subjects finishing in half that 
time. 

1. Give  the standard introduction for monitors. 

2. Pass out pencils, then answer sheets (if used), then the 
survey booklet. 

3. Head directions for the RATS aloud, instructing the sub- 
jects to follow along in their booklets. 

4. Ask for and answer any questions at this time. 

!■  Have personnel begin to work at their own speed, otlering 
to be available for any questions they may have with the survey. 

t>.  Answer any questions that arise (in a low voice). 

7.  Collect questionnaires, answer sheets, and pencils as each 
individual finishes, thanking each for his cooperation. 

7-3.  Post-Administration. When the materials have all been collected, 
the monitors should briefly describe the session on a blank sheet ot 
paper.  The description should include the number of completed question- 
naires, the precise time and place of the survey, the names of the 
monitors, and remarks on the nature of the session (e.g., if any unusual 
event occurred).  The number of completed questionnaires on the sheet is 
useful to make sure none is lost and for totalling the number of ques- 
tionnaires completed for the whole project.  The time and place are 
useful to separate questionnaires for use in case a relevant event 
(e.g., a racial incident) occurs in the middle of the survey period. 
One could compare the pre- and post-incident survey results.  The monl- 
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tors' nanit's are needed in case they need to be contacted.  The remark.s 
section is needed In case anything happened at a given session that 
might have biased the responses in chat session.  All materials should 
then be returned at the appropriate time and place. 

•N 
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CHAl'TKK 8 

DATA PROCESSINC 

8-1.     Introduction.     The  ADP representative  should  schedule the neces- 
sary ADP personnel,  equipment,  and supplies   in anticipation of  generating 
the sample rosters and receiving the completed survey forms from the 
training NCO.     This  chapter is a guide  to aid him   in processing the data 
on the  forms.     More  specific directions are  not  included  because of  the 
great diversity in ADP system capabilities  across   installations  In the 
Army.     However,  a  Fortran   language computer  program   Is  Included as 
Appendix M  for  those  ADP units where  it can be of use. 

It   Is presumed  that  the survey data will, be punched  into data cards 
for processing although this chapter contains sufficient   information  for 
entering the data on magnetic tape from an optical  scanner.    In  this 
chapter are  contained coding instructions,  editing  points, directions 
for constructing and  scoring scales,  and a  list of  the basic computations 
that  need  to  be performed  on the data. 

8-2.     Coding.     The data consists of responses  to a  set of  111 statements 
(numbered  1-111)  and   7 demographic questions   (numbered 112-118).    The 
first 69 statements compose what  is called the Racial Perceptions Inven- 
tory  (RP1).     Response categories  for statements 1  through 69 are the 
same:     (A)     Disagree  Strongly;     (B) Disagree;     (C)  Neither Agree Nor 
Disagree;     (D)  Agree;     (E)     Agree Strongly. 

Codes  to be used  for  these  response categories  on computer data 
cards are: 

Answer  Sheet 
Code 

(A) 

(B) 

(C) 

(D) 

(I) 

Statements numbered 70-111 compose  the  Incidence of Discriminatory 
Behavior  (IDE)   section.    Response categories  for statements  70 through 
111 are the same:     (A)     Never;     (B)    Seldom;     (C)    Sometimes;     (D) 
Often;     (E)    Very Often. 

Codes to  be used   for these response categories on computer data 
cards are: 

23 

Response Computer 
Card Code 

Disagree Strongly 

Disagree 

Neither Agree 
nor Disagree 

Agree 

Agree Strongly 
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Answer Shant 
Cod« 

Respuns« Computer 
Card Code 

u> Never 

(B) Seldom 

(C) Sometime« 

(D) Often 

(E) Very Often 

Queetion« nuabarad 112-118 on th« survey obtain demographic Infor- 
mation. 

Code« for computer card« for «ach of these questions to be used 
are: 

Questions 

112.  Race 

113.  Age 

Response 

114.  Sex 

Aleut 
American Indian 
Black 
Chinese 
Cuban 
Filipino 
Gunmanian 
Hawaiian 
Japanese 
Korean 
Mexican-American 
Puerto Rican 
Samoan 
White 
Other 

19 years or less 
20 - 23 years 
24 - 29 years 
30 years or over 

Male 
Female 

Answer Computer 
Sheet Code Card Code 

A 01 
1 02 
C 03 
D 04 
E 05 
F 06 
G 07 
1 08 
I 09 
J 
K 
L u 
M IS 
N 14 
0 13 

A 1 
B 2 
C 3 
D 4 

A 1 
B 2 

24 

■ 



'J"11 ■■' n     u   '   ■  '     ■   ' "    '        «",       i.»  
1 ' *-mm 

115.     Rank 

lib.     Highest 
(•rade Conpleted 
in School 

E-2 
E-3 
K-4 
E-5 
E-6 
E-7 
E-8 
E-9 
WO-1 
WO-2 
WO-3 
WO-4 
0-1 
0-2 
0-3 
0-4 
0-5 
0-6 
0-7 

Less than High School Grad. 
High School Graduate or G.E.D. 
Some College 
College Degree 
Graduate Work or Degree 

01 
02 
03 
04 
05 
06 
07 
08 
09 
10 
11 
12 
13 
14 
15 
16 
17 

R 18 
1 19 
T 20 

A 1 
B 2 
C 3 
D 4 
E 5 
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Que» t ionti 

117.     UMigtli of 
Active Duty 

118.     Frequoncy 
of Personal Con- 
tact w/People of 
o/Races During 
Off-Dutv Hours 

Ruaponxe 

Less than 1 year 
1 - J yoarx 
4-9 years 
10-15 years 
16 or more years 

Daily 
Weekly 
Monthly 
Never 

Anawer 
Sheet Code 

A 
B 
C 
D 
E 

A 
B 
C 
D 

Coggutgr 
Card Code 

8-3.  Editing.  Routines should be developed that edit the data 
cards on several characteristics.  First, check for non-numeric charac- 
ters.  All non-numeric characters are replaced by blanks.  Cards are 
then checked for duplicated lines and missing lines.  Duplicated lines 
(two cards with the same card number) are corrected by rejecting the 
first, accepting t lie second, since this error most often occurs when 
keypunchers correct an error on a new card, then fail to remove the 
original card with the error.  If any case is missing cards, the entire 
case is rejected. Also, cases are rejected if the designator of race is 
missing, or more than ten percent of the statements in either section of 
the RAPS are unanswered; i.e., more than seven (7) RP1 statements or 
five (5) IDE statements are unanswered.  If less statements are unans- 
wered, use the mean value to substitute for missing values on the RPl 
and IDB.  Calculate the mean value for each statement for blacks and 
whites separately to determine the value to use to substitute for mis- 
sing responses.  Round off each mean value to the nearest integer. 

8-4.  Scales. The Racial Perceptions Inventory is made up of 4 scales: 

1. Perceived Discrimination Against Blacks (PDB) 

2. Attitude Towards Racial Interaction (ATI) 

3. Feelings of Reverse Racism (FRR) 

4. Racial Climate (RC) 

Each scale is composed of a selection of statements from among 
statements numbered 1-69.  The following are the statements on each 
scale: 

1. PDB Scale   Statements number 3, 5, b, 7, 10, 14, 16, 
23, 24, 25, 32, 33, 34, 35, 38, 39, 42. 
44, 45, 47, 50, 52, 55, 56. 
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2.     ATI  Scale —     Statements number 4,   13,   17,   14,   20,  28, 
30,   31,   36,   37,  46,   53,   58,   61,  63. 

).     FRR Scale      

4.     RC Scale 

Statements nnmhcr  2,  9,   IS, 18,  22, 26, 
40,  41,  54,   57,  60,   62,  64, 67,  68, 69. 

Statements number I,  8,   11, 12,   21, 27, 
29,   A3,  48,  49,   51,   59. 

An additional group of   6 statements makes  up a  s  ction of  personal 
experiences (PE).    These statements are worded  from a prrspective that 
does not  define  racial  discrimination exclusively  from I black or white 
perspective.    Rather,  they are constructed to gain  insights  into how 
racial groups other than black or white perceive their treatment. 

5.    PE Section      Statements number 11,   30,   31,  48,   65,  66. 

8-5.     Scoring  the Scales.     To score the RPI  scales,   it   is  necessary 
first  to  reverse values  on designated  statements.     This  is done  in order 
that all  statements  in a scale are consistent   in meaning and direction. 
Reversal   should be done to the following statements: 

m Scale   Statement  number 39. 

ATI Scale   Statements number 17,   30, 46,   61. 

RC Scale      Statements number 8,   51. 

The   formula for reversing Is: 

6.0 - Value - Reversal Value 

For  example,   if a subject  responds  to statement  39 with a "B" - "Dis- 
agree" answer,   it would be coded with the numerical value 2.    The rever- 
sal value would  be 6 -  2 ■ 4.     In computing the FOB scale score,  the 
reversal value,  4, would be substituted for the original value,   2.    The 
reversal  procedure is only used when calculating scale scores. 

To obtain the scale scores for each individual,   simply sum his 
response values for all the  statements  in each scale   (including those 
statements with reversed values).     The PE section is not a true scale. 
The   response values  for the PE Section should not  be  summed.     However, 
the   responses  to the PE  items should be presented  together as a group 
for analysis purposes. 

8-6.     Content Areas.     Statements numbered 70-111 compose the Incidence 
of Discriminatory Behavior section.    This section may be divided up into 
the  following content areas: 

1. Racial Harassment  (RH) 
2. System Treatment  (ST) 
3. Supervisory Treatment   (SUP) 
4. Self-Segregation (SS) 
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Fach content area Is composed of a selection of statements from 
among statements numbered 70-111 
In eacli content area: 

1.  Racial Harassment 

2.  System Treatment 

The following Is a list of statements 

  Statements number 104, 108, 102. 
110, 91, 99, 72, 78, 71 97, 
111, 82, 89. 

  Statements number  109,  93,   106, 
107,  73,   75,  79,  81,   85. 

3.     Supervisory Treatment      Statements number  95,  84,   105, 
83,  77,   101,  86,   76,   103,   96, 
80,   100,   94,  74,   88,  90. 

4.     Self-Segregation   Statements number  70,  92,   87, 
98. 

Like the PE section, the content areas are not true scales.  The item 
responses within each content area in the order given above should be 
presented together. 

8-7.  Data Runs.  First, responses to the race question (Item 112) 
should be presented by both frequency and percentage of responses.  If 
the percentage of responses for either "Aleut" or "American Indian" 
(coded as 01 and 02) is more than twice the estimated percentage of 
Aleuts or Indians on the installation, all those cases from either or 
both of the particular categories (if they are over-responded to) should 
be eliminated from regular processing.  Past surveys have shown that a 
number of subjects may Inaccurately indicate that they are Aleuts or 
Indians, perhaps because the two groups are the first two response 
categories. 

The RAPS data should be divided into three parts based on responses 
to item 112,  Those soldiers who categorized themselves as black (code 03) 
are the first part.  Those soldiers who categorized themselves as white 
(code 14) are the second part.  Those soldiers who categorized themselves 
as neither black nor white (all other codes) are the third part or "other" 
groups.  The following computations and data runs should be done separately 
for each racial/ethnic group - first for the blacks, then for the whites, 
and finally for the "other" groups. 

1. Present the response distribution (frequency and percentage 
of answers), the arithmetic mean, and the standard deviation 
for each of the remaining items, 1-111 and 113-118. 

2. Reverse values on the designated statements.  Then present 
the four scale (PDB, ATI, FRR, RC) scores by means of the 
following computations: 
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a. For each individual in tho group, sum the response 
value« to all the statements (iiu-luvl Ing those state- 
ments with reversed values) in the scale being scored. 
This will produce Individual scale scores. 

b. Sum the individual scale scores for all those in the group 
and then compute the arithmetic mean and standard deviation 
of the scale scores (of the scale being scored) tor the 
group. 

c. Standardize the scale mean.  This Is easily done by 
hand if no computer programs are available.  Standard- 
ization is done by dividing the scale mean for the 
group by the maximum possible score and multiplying 
the result by 100.  The maximum possible scale scores 
(i.e., the maximum response, "V, times the number of 
questions) are as follows: 

PDB — L20 
ATI — 75 
KRR — 10 

RC — W) 

The RC scale is a special case. Before standard- 
ization, the mean scale score for the group must be 
reversed so that a higher score will indicate less 
favorable perceptions as in the other three scales. 
This reversal is done by subtracting the group mean 
scale score from 72. The result is then divided by 
the maximum and multiplied by 100. 

Example 1 : Assume a group mean scale score of 80 for 
the PDB scale. To standardize, divide the mean of 80 
bv the maximum of 120 and multiply by 100: 

80/120 x 100 
score 

bb.7, the standardized 

Example 2:  Assume a group mean scale score of 32 for 
the RC scale.  V'lrst to reverse the score, subtract 52 
form 72: 

72 - 52 ■ 20, the reversed mean score 
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To standardize,  divide  the  reversed mean score of  20 
by the maximum of 60 and multiply by 100: 

20/60 x 190 -  33.3,   the standardized score 

The standardization procedure allows one to compare 
all scale scores on a standardized scale going from 
20 to  100 with 60 as a midpoint. 

Present  the  response distribution, arithmetic mean, and 
standard deviation per item for the sets of items  compos- 
ing the PE section of the  RPI and  the four content areas 
of the  IDB.     While  this presentation is  a duplicate of 
information generated in run 1 above, it Is particularly 
useful in interpretation If  the Items in a set are located 
together and presented in the appropriate order for the  set. 

Recode the pay grade   (item 115) categories into  the fol- 
lowing groups: 

El - E4 
E5 - E6 
E7 - E9 
W01 - W04 
01 - 03 
04 - 07 

Repeat runs 2 and 3 for 
each of the three racial 
For txample, start with 
grade is in the El - E4 
Then repeat the process 
egory, and continue in a 
race-pay grade groups, 
statements designated  to 

each new pay grade group within 
groups (black, white, others). 

blacks who Indicate their pay 
category.     Complete runs  2  and 3. 
using blacks in the E5 - E6 cat- 
similar manner for the other 

Be carnful not to reverse the 
be reversed more  than once. 

^ 
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CHAPTER 9 

ANALYSIS AND INTERPRETATION 

9-1. Analysis.  Analysis is the process of taking a long, hard look at 
the data.  It is accomplished by making a series of systematic passes 
through the data, each time with a different focus.  The following is a 
suggested list of passes to accomplish the primary data analysis. 

1. Look at the responses to items 1 through 111 for each 
racial/ethnic group to get a feel of how the responses 
are distributed.  Look for those items where the number 
of subjects responding is less than the number in the 
racial/ethnic group.  These items may have been difficult 
for the respondents to answer or on a particularly sensitive 
issue. 

2. Look at items 112 through 118. These items describe the 
sample.  Determine whether the response proportions per 
item approximate the proportions in the installation 
population.  If they are about the same, the sample can 
be considered to adequately represent the soldiers on the 
installation.  If the proportions are different, one must 
be cautious in attributing the attitudes and perceptions 
of the sample to the population. The Item responses 
should also be used to understand the types of personnel 
In the sample, i.e., whether they are mostly from the 
higher ranks with a substantial amount of time in service 
or primarily from the lower ranks with little time in 
service.  Be aware that the black group in the sample may 
be mostly enlisted while the white group may contain a 
large number of officers. 

3. For each group, go through items 1 through 111. Find the 
ten items with the most consensus (i.e., the smallest 
standard deviations), the least consensus (i.e., the 
largest standard deviations), the smallest arithmetic 
means, and the largest arithmetic means.  Deteririne what 
is common about these items. 

4. For each group, look at the group PDB scale score. The 
scale reads like a thermometer, the higher the score, the 
"hotter" is the degree of perceived discrimination. 
Higher scores indicate more perceived discrimination, and 
lower scores indicate less perceived discrimination. The 
scale score represents the average response for the 
statements in the scale as shown below.  Also look 
at the three items within the scale with the largest 
means, the largest standard deviations, the smallest 
means, and the smallest standard deviations.  These items 
indicate where 
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Krotips perceive the most and loast discrimination and whore there Is the 
moat and least consensus ahout It.  Remomher some of the Items have heen 
reversed in computlnn the scale score (see Sections 8-5 and 8-7 of tills 
manual). 

Scale Score 

100 

80 

60 

40 

Average Response for Statements 
in the Scale 

5- Strongly AKrec 

4- Agree 

3- Neither Agree nor Disagree 

2- Disagree 

20 1- Strongly Disagree 

5. For each group, repeat 4. ahove for the ATI scale. 

6. For each group, repeat 4. above for the FKR scale. 

7. For each group, repeat 4. above for the RC scale. 

8. For each group, look at the PK section and find the two 
items with the largest means, the largest standard 
deviations, the smallest means, and the smallest standard 
deviations.  Look at these items and all the Items In the 
section to find to what degree groups have felt discrimi- 
nated against because of their race. 

I« For each aroup. look at the RH section of the IDB. 
This section Is the most important of the 1DB sections 
because negative responses (i.e., those indicating the 
discriminatory behaviors have occurred "often" or "very 
often") are strong Indicators of racial tension. The 
items within the RH section are rank ordered In the 
potential racial tension of the behavior reflected by the 
statement, with the behavior in the first statements 
having the greatest tension potential.  In this section, 
look not only at the means and standard deviations but 
especially at the percentage of "often" and "very often" 
responses. 

10. For each group, repeat 9. above for the ST section of the 
IDB. 

11. For each group, repeat 9. above for the SUP section of 
the IDB. 
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12. For  each group,  repeat  9.   above   for the SS section  of  the 
IDB. 

13. For each group,  repeat  passes   3  through  12 for each race-paygrade 
category (i.e., black El-E-4s,  black E5-E6s, etc.). 

14. Form an overall impression of  the attitudes and perceptions 
of each group taking into consideration the demographic 
characteristics  (such as education and amount of off-duty 
interracial contact). 

15.     Look at the differences between the racial groups.     Com- 
pare  the mean scores for the  items and scales  to determine 
where the means are close together or far apart.     Looking 
at  the standard deviations, determine the degree of 
consensus on these items and scales.    Consider the nature 
of  the item or scale being dealt with.    For example,  if 
whites report very often hearing racist jokes about 
blacks while blacks report seldom hearing them,  the 
immediate impact of that behavior would not be as great 
as when blacks report hearing racist jokes about blacks 
"very often."    If both blacks  and whites perceive a lot 
of discrimination against blacks   (i.e., both have high 
PDB scale scores),  it  is a significantly different situation 
than when only blacks perceive  the discrimination although 
the  real amount of discrimination may be the same in each 
case. 

16. Look at items and scales that  relate to areas of special 
interest   (e.g. ,  that relate to new programs or specific 
actions taken). 

17. Compare the results of this administration of  the survey 
with those of past administrations.    Determine the direc- 
tion of changes and the  lack of changes where they might 
be anticipated. 

18. Request additional data runs from the ADP representative 
if  the runs seem necessary to the analysis. 

9-2.    Secondary Analysis.    There is a great deal of information contain- 
ed in the RAPS  that   can be useful to the installation commander.    Much 
of  it must wait  to be analyzed until after the primary analysis is 
completed and the survey report is given to the commander.    At the 
commander's request or on the basis of the usefulness of the informa- 
tion,  the technical consultant may find it desirable to do a later 
analysis of parts of the data.    For example,  it might be useful to 
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dolfimine  the umount  ol   oli-Uuly  iiitor-iui-lal   «.ütuact   for ouch racial 
category   (or educat Lunal   cau'^ory,  or  rank i-aiogory,   etc.)  and tlu« 
racial  perception» of  thoue in each racial  category  -  amount  ol   contact 
category  group.     The  results ol   secondary  analysi«  can  often give keen 
additional   insights  into  thu racial situation. 

9-3.     Interpretation.     The  interpretation  pi lau of   the  survey  ia basic- 
ally  the  process of  drawing out   the  implications  of   the analyzed data. 
There are no easy methods  for doing this.      It   is a subtle process.     The 
interpretation varies   from one administration ot   the  survey  to the next 
and  from one  installation to another.     The  technical  consultant   should 
use his  full  knowledge  ot   the  installation situation and the knowledge 
ot   the  rest  ot   the  RAPS  team as well  as other  insightful   installation 
personnel   in  interpreting the survey  resulta. 

Since  the  goal  of   the commander's programs   iw  the elimination ol 
racial disharmony  and discrimination over all,   the   results can be   inler- 
pieted  in  terms ol   their  implications  for reaching  that  f,vd\.    One can 
Indicate  from the  survey what might  be preventing  attainment  ot   the goal 
as well  as what   in general  one might  need  to do about   it.     In some 
cases,   the commander might  need to  influence  the attitudes or percep- 
tions ol   one  or more  groups.     This might  be done by  giving more visibil- 
ity to the commander's  programs or by educating one  or more ol   the 
groups about  the actual  promotion rates by race,  number of article  lr)S 
by race,  or etc.     In  other cases,   the commander may  need  to alter  exist- 
ing conditions  such as  in off-post  housing,   supervisory  treatment,   or 
the prevalent  occurrence of  racial harassment. 

As an  interpretation example,  assume  that   the white group's mean 
score on the I'Dli scale was rather  low and on the  FRR scale was  rather 
high.     The   interpretation of  these and  the other  scales  Is as  follows: 

The  score»  read  like a thermometer.     The higher  the average  score, 
the "hotter"   Is  the  situation to which  the  scale  relates. 

For  the  I'llB Scale,   higher score»  indicate more perceived discrim- 
ination,  and   lower  scores mean  less  perceived discrimination against 
blacks. 

On  the ATI  Scale,   higher score»  indicate attitudes less  favorable 
to racial   interaction,   and lower score»  indicate attitudes more  tavor- 
ahle  toward  racial  interaction. 

A higher  FRR Scale score indicate»  that white»   feel  threatened or 
fearful of black» and perceive favorable  treatment  of blacks.    Lower 
scores   indicate  the opposite. 

For  the  IU'L Scale   (which has been reversed),   higher scores   indicate 
perceptions of a  low quality of race relation»  in  the Army and a  low 
level of  commitment  of   the Army to racial  harmony.     Lower scores   indi- 
cate  perception»  of  a high quality of  race  relations   in  the Army  and 
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lii^li   lovol  ül  ronimiimotu  ot   t hi« Army  to  racial   liarmoiiy. 

In  the I'xumplt»,   one can Interpret   the  two «rale  «eures  together us 
liulieating  that  whites don't   teei  that   blaeks are  really diueriminuted 
ugainst   hut   rather  teei  blaoku ure aetvially being given an unlair advan- 
tage  (i.e.,   lavorable  treatment as a group).     One ean   look at   the   items 
within the  scale to form a more detailed   interpretation.     This combina- 
tion ot   scale scores would imply that  a number ot  whites are likely  to 
leel   resenttul   ot   blacks.     This posuible   resentment   is   likely  to  result 
in disharmonious  behavior.     II   this  interpretation  is correct,   then 
certain of   the KM items  in the  1UB should  substantiate  this   (e.g.,  a 
large number  ot   whites  reporting they hear  racist  Jokes about   blacks or 
hear  people  calling blacks by derogatory  names).     To  reduce  the  poten- 
tial  for disharmonious  behavior in this situation,   the commander should 
first   determine whether  the perceptions ot  whites are accurate,  and  it 
they are not,   he  should make et forts  to educate  the whites  that  there   is 
actual  equal  treatment.     If  the white group's perceptions are somewhat 
accurate,   the  commander should  take  steps  to alter  the  Installation 
conditions se   that   thore  is equal   treatment   lor all. 

As another  example,  assume that   t lie  black  group  had a high mean 
I'DIi scale  score and  a  high mean RC scale  score.     One  can   Interpret   these 
two mean scores  to  indicate  that   not  only do  the  blacks  feel discrim- 
inated  against,  but   they  feel   that   the Army  Isn't  doing anything about 
it,   i.e.,   not   living up  to  the professed  goal  oi  equal   treatment.     In 
this example also,  a   look at   the actual   scale  items would help  in making 
a mote detailed   interpretation.     The  Installation commander should again 
act  on  the  potentially  troublesome situation by   first   assessing the 
accuracy ot   the perceptions and then either  trying  to change their 
perceptions   (if  they are  Inaccurate)  or change  the  existing conditions 
to insure equal  treatment   (If discrimination exists).     It would also be 
desirable  for  the commander  to  lind out why  the black  soldiers  in the 
example haven't  been  iniormed about or understood  the nature ot   the 
Army's and  the  Installation commander's commitment   to harmonious race 
relations and equal   treatment. 

I'here  are no Army-wide normative scores  to which  to compare scores 
t rom any particular  RATS administration.     However,   by   repeating the RATS 
at   an   installation,  one can compare current   scores with past   scores. 
Score changes  can  be  Interpreted by whether  they are   in  the desired 
direction.     Also  black and non-black  responses should  become more  simi- 
lar.  Indicating a couunon  frame of  rofeience and greater  communication. 
In assessing changes over  time,   the  Interpruter  should  take  Into consider- 
ation the  turnover  In  Installation personnel,   the  comparability of 
samples  lor  each administration,  and any Army or  civilian sector  racial 
occurrences. 

In Appendix  K,   the  collection ot   responses  to  RAl'S   items are 
presented  for  the numerous  soldiers who  took  the  survey while  It was 
being developed.     These  responses are  presented  so  that   those giving  the 
survey  for  the  first   time will  have some   idea of what   the  responses may 
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look like.  it is important to note that Appendix k is piv^enteJ only «ti 
a sample.  The responses there are not to be used as stamlaril noiro:i. 
They were obtained at prior times at selected installations witli samples 
whose characteristics differ from those at any given installation. 
Norms for the RAPS must be developed for each individual installation. 

Remember in Interpretation that the responses come directly from 
the installation soldiers at whom the commander's programs are aimed. 
It is the soldiers' responses that are to be interpreted, not the re- 
sponses of staff members or visiting experts.  The responses to every 
item arc important no matter how much one man disagrees with them.  It 
is best If responses to these items are interpreted by viewing them for 
the item alone, in contrast to items within the same scale or content 
area, and in contrast to other items that can be in some way related. 

9-4.  The RAPS Report.  The report to the commander can be in any form. 
The commander ray specify a particular format or leave it up to the team 
leader to decide on one.  The following is a suggested list of topics 
for inclusion in the report: 

1. Time and place of survey administration 

2. Members of the RAPS team 

3. Adequacy of the administration 

4. Characteristics of the sample and its representativeness 

5. RP1 Scale scores with interpretation 

6. RP1 individual item responses by scale with interpretation 

7. 1DB item responses by content area with interpretation 

8. Overall Interpretation 

9. Suggested actions 

i 
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USING Iü MPI lUULTI 

lu-l.     Undi-ratandiiig  tliu Kesuitti.     Hu« lünunaudtT  tilunild laiotul ly  read 
the report he  receiver  from the  (MB loador.     Ouct-  ho   !•  thoi üughly 
tamillar with  it« contents,   he uhouKI  call   a meeting with  tin-  RAl'S  toam 
.mil  other  inst allai ion pvVSOMMl  wlio aic   kn  • U.i   i  .i I.    ahum   tin.'  laclal 
situation.     At   the  meeting   they  aliun!»!  ,! i • m v.-y   i elttltl and 
tlu' piestMit  programs  in order  to nndi-tstand  the   losnlts  and   their   impli- 
c.it knib  ioi   the programs.     Specit icaJ ly,   tlioso  jirott'nt   at   t h»- meeting 
should discuss where   things  seem to be going woil   tand why),  wh. iv 
progress  has  boon made,   where  things  seem to be  going  not   so wi-ll   (and 
whv),  where  the  real   locus of   the  related  problem  (or  problems)   Is,  and 
what   priorities  Cor action should be established.     For example,   in one 
case,  greater  publicity  for established programs  and   the  commander's 
commitment  may  be  ail   that   is needed.      In  another  case,   the  basic  pvob- 
lems may be with the behavior ol  supervisors.      m still   another case,  no 
new actions may  need  to bo   taken. 

10-2.     Actions.     Actions  should  be  taken where   they  are   teaslbie and can 
actually  be ettectivc.     The  commander must   determine   the   level   ol   re- 
sources available und the best way  to distribute  them according to the 
priorities established. 

It   is  impoitanl   to determine which actions   in  the  past  have been 
etfective,  and which  not,   so  thai   the eiiectiveness   ot   future  actions 
can be estimated.     Whoa  a program,   organi/.at ion   (such  as  a  board or 
committee),   or  specific  action  proves  ineffective,   it   not   only wastes 
resources but  diminishes  the credibility  ol   the Army's  commitment   to 
equal  treatment and  racial harmony.     It  is possible  that   the most   usetul 
actions may simply be  the  slow processes of  continuous  education and 
exemplary conduct  by  leaders.     Appropriate actions will  vary by installa- 
tion and at different  times  for each  installation. 

10-.}.     I'urther  Study.     The  commander may   t lud   it  desirable   to  ask   the 
technical   consul tain   to   look at   the  UAl'S   results   further.     There may  be 
items of  special   interest  or   relevant   to  piograms   that   could be   investi- 
gated  in more depth  than  is  possible   loi   ; he  initial   RAPS   repot i .     The 
commander should confer with  the  technical   consultant   to determine  il 
further analysis would be  useful. 

The commander  should  retain the RAl'S  report   and  a copy  ot   the 
printout so that   they can he used  to compare with  future surveys.     By 
monitoring the success  of  programs and actions  taken,   the  commander   (or 
his delegate)   can assess  the qualitv  ot   the  RAl'S   Interpretation and  the 
uses made of   It.      Ihe experiences ol   a number  of   administrations and 
actions will  enable  the  commandei   and  others   involved  to  continually 
upgrade  their assessments of  the  racial  situation and  their  programs  tc 
Improve  it. 
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10-4.     Feedbui-k.     The  ^onunaiuU'i   should  tarnish  some  sort  ot   teedback  to 
those involved in administering the Mfl '>nd to all   tlie  instullution 
personnel.    Feedback reduces hostility to the survey and gives subjects 
a  feeling of communication with  tho coramandi'i .     Further,   it  helps the 
soldiers develop a sense of  participatiun and  commitment   to  improve  the 
racial  conditions on the instaliation.     In particular,   the soldiers 
(both officer and eniisted)  should be  intormed of the  rood and what they 
can do to improve the bad.     Everyone lias a stake  In  the racial situation. 
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A.     Sample RAPS   Instructions   (when using an answer  shoet) 

GENERAL INSTRUCTIONS FOR COMPLETING THIS QUESTIONNAIRE 

1. Do not put your mm« or Mrvice number anywhere on the answer sheet or the questionnaire. 

2. Answer all the questions. Read each question and all of its responses carefully before selecting 
your answer. 

3. Choose only one answer to each question. 

4. Mark your answer on the answer sheet only. Do not write on the questionnaire booklet. 

5. Use only a #2 pencil when filling out the answer sheet. Do not use ink. 

6. On the answer sheet, mark the box that has the same letter as the response you selected from 
the questionnaire. 

7. The answer sheet is numbered from top to bottom. Check your answers once in a while to be 
sure that you are marking in the right place. 

8. Fill in the box with a heavy mark; do not go outside the lines of the box. Look at the example below: 

&    fflD 
RIGHT WRONG WRONG 

9.     If you make a mistake, erase the mark completely before entering a new one. 

10.    Do not tear or fold the answer sheet. 
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B.     The-  RAPS   (requiring an answer sheet) 

On your answer sheet, mark your answer 
tu each of these questions, as follows: 

A DISAGREE STRONGLY 
B DISAGREE 
C NEITHER AGREE NOR DISAGREE 
D AGREE 
E AGREE STRONGLY 

'* 

I     Race relations in the Army have been geUing 
better during the past year. 

2. With the same education and skills, Black 
soldiers get better treatment than Whites. 

3. White soldiers and supervisors assume the 
worst about Blacks in any doubtful situation. 

4. Blacks were better off before this integration 
business got started. 

5. White supervisors pay little or no attention to 
Blacks' complaints about discrimination in the 
civilian community. 

6. Harsher punishments (Articles IS, courts- 
martial, etc.) are given out to Black offenders 
than to White offenders for the same types of 
offenses. 

7. Whites who supervise Black supervisors doubt 
their competence. 

8. There is more racial discrimination on this 
military installation than there is in civilian 
life. 

9. If things continue the way they are going, 
Blacks will get more than their fair share. 

10. Blacks get more extra work details than 
Whites. 

11. I understand the feelings of people of other 
races better since I joined the Army. 

12. The Army is firmly committed to the 
principle of equal opportunity. 
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13. After duty hours, soldiers should stick 
together in groups made up of their race 
only (Blacks only with Blacks, and Whites 
only with Whites). 

14. The Military Police in the Army treat Blacks 
worse than they treat Whites. 

15. Blacks are trying to get ahead too fast. 

16. Whites act as though stereotypes about Blacks 
were true (for example, all Blacks are lazy). 

17. The Army needs race relations programs. 

18. Blacks get extra advantages on this installation. 

19. It might be a good idea to have all-Black and 
all-White units in the Army. 

20. Trying to bring about racial integration is more 
trouble than it's worth. 

21. If the race problem can be solved anywhere, it 
can be solved in the Army. 

22. There is racial discrimination against Whites 
on this installation. 

23. Whites have a better chance than Blacks to 
get the best training opportunities. 

24. Whites assume that Blacks commit any crime 
that occurs, such as thefts in barracks. 

25. Whites do not show proper respect fqr Blacks 
with higher rank. 

26. Blacks in the Army are not interested in how 
Whites see things. 
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On your aiiswn  sluct, maik your answer 
to each of these questions, as follows: 

A DISAGREE STRONGLY 
B DISAGREE 
C NEITHER AGREE NOR DISAGREE 
D AGREE 
E AGREE STRONGLY 

27. Race relations in the Army are good. 

28. Blacks and W tes would be better off if they lived 
and worked only with people of their own races. 

29. The Army is doing all it can to improve race 
relations. 

30. In the Army, 1 would prefer to live in quarters 
that are mixed racially. 

31. If my unit had a supervisor of a race different 
from mine, I would dislike it. 

32. White supervisors expect Blacks to do poorly on 
any jobs other than menial ones. 

33. Equal opportunity and treatment regulations are 
seldom enforced. 

34. Whites are not willing to accept criticism from 
Blacks. 

35. Whites get away with breaking rules that Blacks 
are punished for. 

36. In my opinion, Blacks and Whites should work 
in separate groups (all Blacks in one group, all 
Whites in another group). 

37. Blacks and Whites should mix together "only" 
while they're on duty. 

38. Our supervisor picks people to do certain details 
on the basis of their race. 

39. On this installation. Blacks who work hard can 
advance as fast as Whites who work just as hard. 

40. Some Blacks get promoted just because they are 
Black. 
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41. Black power is a dangerous thing 

42. White supervisors assume that Blacks have hidden 
motives when they ask for something. 

43. The Army is trying to improve treatment of Black 
service men and women in the civilian community. 

44. There is racial discrimination against Blacks on 
this installation. 

45. Whites give Blacks good reason to distrust Whiles. 

46. It would be a good thing for Blacks and Whites to 
hang around together after duty hours. 

47. A Black in the Army must do more than the 
average White to make the grade. 

48. I like people of other races more since 1 joined 
the Army. 

49. The Army's equal opportunity programs have 
been hilpful to Blacks in the Army. 

50. White solders and supervisors act as 
though Flacks have to "earn the right" to be 
treated equally. 

51. There is serious racial tension in the Army 

52. Whites accuse Blacks of causing trouble and 
starting fights. 

53. Calling attention to racial problems only makes 
things worse. 

54. Blacks frequently cry "prejudice" rather than 
accept MtflM for personal faults. 

55. In my unit, Blacks get worse jobs and details than 
Whites 

/ 
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On yoiu MWMi   slitt'i, nurk yom MMM 
to each ol tltrüf qucsiiuns, a.s iollow«: 

A l)|SAt;Rl I   MRONCJ Y 

H niSACJKt» 

C Nmm R A(.Rri NOR DISACRHI: 

i) MMUn 
E ACRFI: tlUflNOLY 

5b.   Most commatKliTs applv HM militai) JUMUC system 
fairly to Whites but not to Blacks. 

57. The reason Blacks stick together is to keep out 
Whiles 

58. A Black who attends an all-Black school is better 
off as long as it is just as good as a White school 

59. The Amiy provides a good career opportunity for 
Blacks 

öO.   Blacks get away with breaking mles that Whites 
are punished for. 

ftl.    I'heie should be more close friendships between 
Blacks and Whites in the Army. 

62. Blacks assault Whites just because they're White. 

63. Blacks should stay with their own group 

64. Blacks are not willing to accept criticism from 
Whites. 

65. On this installation, I have personally felt 
discriminated against because of my race 

ö6    At stores, bars, theaters and restaurants in the 
civilian community. I have been treated 
disrespectfully because of my race. 

67.   Blacks don't take advantage of the educational 
opportunities that are available to them. 

68    Blacks give Whites good reason to disiiust Blacks 

69.   Many Blacks have begun to act as if the\ are 
superior to Whites. 
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HOW OFTEN IX)ES THIS ACTION OCCUR ON THIS INSTALLATION' 

On your answer sheet, mark your answer 

to each of these questions, as tollowt; 

A   = NEVFR 
B   » SELOOM 

C   « SOMETIMES 

D   • OFTEN 
E   « VERY OFTEN 

70. Whites on my job stick together. 

71. I hear Whites on this installation making insuiting remarks 
about the hairstyles, music or food prefe>*ences of Blacks. 

72. I see Blacks on this installation asking that they be treated 
betttr thin Whites. 

73. I see Whites who work in offices like finance, disbursement, 
or transportation providing Whites with betttr service than 
they provide Blacks. 

74. I see White supervisors looking more closely at the work of 
Blacks than at the work of Whites. 

73.   I see Whites assigned to leu desirable living quarters than 
Blacks of the same grade. 

76. I see White supervisors giving Blacks less credit for good 
performance than they give to Whites. 

77. I see White supervisors pass Blacks over for training 
opportunities for which they are qualified. 

78. I hear Whites tolling racist Jokes about Blacks. 

79. I see Blacks who work in offices like finance, disbursement, 
or transportation providing Blacks with better mrviee than 
they provide Whites. 

80. | see Black supervisors pas» Whites over for training 
opportunities for which they are qualified. 

81-   1 see Whites receiving discriminatory treatment st military 
facilities (such as the exchange, commissary, or service club). 

83.   I hear Blacks on this installation making insulting remarks 
about hairstyles, music or food preferences of Whites. 

83. I see White supervisors making It easier for Whiles to go 
through the chain of command to present a complaint than 
they do for Blacks. 

84. 1 see White supervi«ors applying the Uniform Code of 
Military Justice (ÜCMJ) and Military Regulations differently 
to Blacks than to Whites. 
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HOW OFTEN DOES Ulis A( IION OCCUR ON mis INSIU l \IH)\ 

On MW .uiswei  slicct. nuik vom  MfWfi 
to eaili <>♦  ilipsr c]iu*stions. as  foilows: 

A ■ NfVFR 
B - MLOOM 
C ■ SOMFTIMHS 
I) ■ OITFN 
\ - VERY OFTEN 

i 

Mi    I sec WMMl woaiing IU bracelets, while Blacks are not 
alloweil to wear "slave" bracelets (s> inbolic Black unity 
wristbands). 

H6.   j see White supervisors paying more attention to the 
requests or suggestions of Whites than they do to those 
of Blacks 

87.   During oll-dutv hours, ( sec Blacks spending time with 
lust Blacks. 

IR   I see While supi ivisors judging the work Of Blacks in a 
dilterent way than they do for Whites. 

89.   | hear Whites at this installation refer to Blacks as "those 
people," or "your people " 

')ü.   I see Black supervisors looMüg more closely at the work 
Of Whites than at the work of Blacks. 

91. | hear Whites on this installation using expressions such 
as "work like a nigger," "free, while and 21,"etc. 

92. Blacks on my job stick together. 

93. I sec Whites getting away with breaking rules that Blacks 
are punished for. 

0"*- I-see Black supervisors paying las attention to the 
requests and suggestions of Whites than they do to 
those of Blacks. 

9%,    I see While supervisors ns-igning Blacks 10 worse work 
details than they Jo Whites. 

Nil    | sec Black supervisors making it more difficult for Whites 
to go through the chain of command tu present a 
complaint than they do for Blacks. 

97. I IUMI Blacks on this installation refer to Whites in such 
terms as "honky," "rabbit." or "beast." 

98. nuring off-duty hours, 1 see Whites speiuiing time with 
just Whites. 

^ 

47 

•—"J- ri«iiiiiiriir -. 



-■"" 

now oiTLN iK)i;.s mis ACTION OOCUK ON mis INSTALLATION? 
On your answer slicct, in.itk yoni  answc; 

to cad) M tlirsf MMIIMMI   «N lollows: 

A    ■    NJVI-k 

I       IELO0M 
(     =    SOMMIMIS 
i)  ■  orriN 
I   ■   VIRY oi IT:N 

ff,  I see Whites on this installation asking that tiiey be treated 
heiler than Blacks. 

I(ll). 1 sec Black supervisors judgjnj; (lie work ol Wliites in a 
difterent way than they do for Blacks 

1 (11. I see Black supervisors assigning Whites to M one work 
details than they do Blacks. 

102. 1 see Blacks on this installation harassing or excluding 
Whites from facilities open to all. 

103. | see Black supervisors on this installation yving Whites 
less credit for good performance than they give Blacks. 

HM.  I hear Whites on this installation refer to Blacks as 
"niggei," "coon," etc. 

105. I see Black supervisors on this installation applying the 
Uniform Code of Military Justice (UCMJ) and Military 
Regulations differently to Whites than to Blacks. 

iOb. 1 see Blacks assigned to less desirable living quarters than 
Whites of the same grade. 

107. I see Blacks getting away with breaking rules that Whites 
are punished for. 

108. 1 see Whites at this installation harassing or excluding 
Blacks from facilities open to all. 

10«). I see Blacks receiving discriminatory treatment at 
military facilities (such as the exchange, commissary, 
or service club) 

110. I hear Whites on this inslallation rcfei lo Blacks as 
•boy." 

111.1 hear Blacks (elling racist jokes about Wlntes 
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112. 

I'loase  toll  us   llio   followtnn lUin^  «bout   yourself: 

\fl>lch racial or othnli- ^roup >U> 
most   closolv   liifiitltv with? 

A. Aleut 
1« Amorlean   I mil an 
C. Blick 
D. ChinoHO 

E. Cuban 
F. Filipino 
G. Cuaman1 an 
II. liawat Ian 
1. .lapanesc 
J. Korean 
K. Mexican-Amor i can 
L. I'uerto Rican 
M. Sanw^an 
N. White 
0. Other 

11.3.     How old  are von? 

A. 
B. 
C. 
n. 

114.  Sox: 

Nineteen years or loss 
Twenty to 21 years 
TWenty-tour to 29 years 
Thirty years or over 

A. 
B. 

Male 
Female 

115.  Pay Grade; 

A. E-l .1. W0- -1 N. 0-1 
1, E-2 K. W0- „■> 0, 0-2 
C. E-3 L W0- •i r. 0-3 
n. E-4 M. wo- -A Q. 0-A 
E. E-5 R. 0-5 
F. E-6 

E-7 
S. 
T. 

0-6 
0-7 

u. E-8 
I. E-9 

L16. Highest grade completed In 
•chool 

A. Loss than high school 
graduate 

I«  High school graduate or 
G. E. D. 

C.  Some college 
P.  Col lege degree 
K.  Graduate school work or 

degree 

117. How long have you been on 
active duty? 

A. Less than one year 
H. One to throe years 
C. Four to nine years 
11. Ten to tlfteen years 
E. 16 or more years 

118. Pu'lng your off-duty hours now, 
how often do you have close per- 
üonal contact with people of 
other races? 

A. Dally 
B. Weekly 
C. Monthly 
D. Never 
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C Sample RAPS Instructions (when answering in Survey Booklet) 

Instructions 

Please read each of the following statements carefully. To the right of 

the statement, check the box which indicates how you feel about what you read. 

See the example below. If you disagree that the medical services provided by the 

military here are very good, then you would check the box under "Disagree." 

Your response would look like this: 

1. Medical services provided by this installation 
are very good. 

/ 

■** 

f    £   f r 4 

/ 
t 

ilfl/J 
D    D    a     CS   D 

Make sure that you answer each question. If a question is difficult for you to 

answer, mark the best possible answer. Do not give more than one answer per 

question. 

Pay no attention to the small numbers beside the boxes in each question. 

They are there just to help with the analysis of the data. 

When you have answered all the questions, please review your questionnaire 

to make sure that you have not left any questions unanswered. 

If you have any questions at all, now or as you go along, raise your hand. Please 

turn the page and begin. 
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D.  First Page of the RAPS (when answering in Survey Booklet) 

1. Race relations in the Army have been getting 
better during the past year. 

2. With the same education and skills, Black 
soldiers get better treatment than Whites. 

i 
9 

4 I ££ £ j 
5 4 3 7 I 

o a  a   a a   n/w 

□ □   a    a a    (7) 

3. White soldiers and supervisors assume the 
worst about Blacks in any doubtful situation. 

4. Blacks were better off before this integration 
business got started. 

□   a   a    a    □   (8) 

□   □   a    a    a   (9) 

5. White supervisors pay little or no attention to 
Blacks' complaints about discrimination in the 
civilian community. 

6. Harsher punishments (Articles 15, courts- 
martial, etc.) are given out to Black offenders 
than to White offenders for the same types of 
offenses. 

7. Whites who supervise Black supervisors doubt 
their competence, 

8. There is more racial discrimination on this 
military installation than there is in civilian 
life. 

□   a   □    a    D   do) 

a   a   □    a    a   (ID 

D   □   □    a    a   (i2) 

a   □   □    □    a   (is) 

9.   If things continue the way they are going, 
Blacks will get more than their fair share. D     □     D      □      D     (14) 

10.   Blacks get more extra work details than 
Whites. □      n      □       □       D      (15) 

11.   1 understand the feelings of people of other 
races better since I joined the Army. □      □ODD      (16) 

12.   The Army is firmly committed to the 
principle of equal opportunity. D   O    O    O    Q    (17) 
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E.  The Basis for Determining Sample Size 

The size of the sample is determined hy deciding on the degree of 

precision necessary in the estimation of the population mean.  By means 

of constructing a confidence interval around the sample mean at a stated 

probability level, one can fix the interval in which the true population 

mean lies at the given probability level. The simplified statistical 

formula involved is the following: 

T+ t(S fVN) 

This is the formula for determining the confidence interval about 

the sample mean within which the true population mean is expected to be 

contained at the specified degree of probability. The X is the sample 

mean; the t is a value from the t distribution based on the level of 

probability chosen to express the level of precision required in the 

results; the (S TVN) is the standard error of the mean with S 

being the standard deviation of scores and N the number of cases in the 

sample. 

The largest standard deviation in the RAPS scores is in the PDB 

scale with a typical S of 12.9 for non-blacks and 16.1 for blacks. 

These S figures can be substituted in the formula depending on whether 

one wants to determine the size of the non-black or black sample. 

The confidence interval ff t (S TVN)] is the range in which the 

true population mean is contained. It is reasonable to expect the pop- 

ulation mean to be within +1 or + 2 scale points on either side of 

the sample mean.  The smaller the range of scale points chosen (e.g., 

+ 1 vs. + 2), the more precisely will the population mean be estimated. 
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The t  value based on  the Student  t distribution sets  the degree of 

probability that  the population mean is contained within  the specified 

interval.     The t values for a large size sample at  the  .95 level of 

probability Is 1.96,   for the .99  level  is 2.58,   tor  the   .999 level is 

3.29.     The   .95 level  of probability means  Miat  95   times out  of  100 the 

popula xon mean is  contained within the confidence  interval,  the  .99 

level means 99 times  out of  100,   and the  .999 level means  999 times out of 

1000.     For  the RAPS,   the  .95  and   .99 levels are more  than  adequate. 

By      oosing the degree  of precision desired   (i.e.,  the t values 

and  interval values),   one can simply fill  in the formula to determine 

the desired sample  size.     For example,   suppose one  chooses  the + 1 

confidence interval  and is satisfied with the  .95 probability level. 

Then by substitution: 

t   (S/VN)  - confidence interval 

1.96  (12.9/VN)   = 1 

1.96   (12.9)     = 1-/N 

25.28    =VN 

640 - N (approximately) 

1.96 (16.1/VN) ■ 1 

1.96 (12.9)  = 1-/N 

31.56 =VN 

1000 ■ N (approximately) 

Thus with S given, one merely specifies the degree of precision to 

derive the sample size desired.  The routine level of precision would 

provide a .95 probability for the + 2 confidence interval. The moderate 

precision level would provide a .99 probability for the + 2 interval. 
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The very high level provides n   .95 protobtlity tor a  +1 intorv.tl. This 

precision level is represented in the example given above.  The very 

high level of precision would provide the .99 probability for the + 1 interval 

The approximate I'DB scale S values by race and rank are given 

below in case one wishes to sample based on these groupings: 

PDB SCALK S VALUES 

 Rank B1 acks Non-Bl acks  

11.9 

12.7 

13.1 

17.9 

12.2 

10.9 

If one is not overly concerned with the PDB scale but would 

rather focus on another set of items, the approximate S values by race 

are given below by scale or content area: 

S VALUES 

Scale         Blacks    Non-Blacks 

Ei - 4 15.6 

IS - 6 16.3 

E7 - 9 15.5 

W01  - W04 17.3 

01 - 03 15.5 

04 and above 9.4 

PM 

ATI 

FRR 

RC 

PE 

RH 

ST 

SUP 

ss 

lb.1 

10.3 

7.9 

7.7 

3.2 

8.7 

6.4 

10.8 

3.1 

12.9 

9.9 

10.5 

6.9 

3.0 

8.6 

5.8 

11.4 

2.7 
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F. Reasons for Subject Absence from an Actual RAPS Survey 

(figures approximate) 

Roster Type Frequency 

Primary 2580 

XI te mate 630 

Total Number of Soldiers on Rosters 3210 

Reason for Soldier Absence Sub- Frequency Frequency 

1.  Permanent Departure: 

PCS 283 
ETS 115 398 

2.  Temporarily Unavailable: 

AWOL 48 

TDY 163 

On Special Duty 27 

On leave 85 

On Proficiency Field Training 89 

In Confinement 4 

In Hospital 1 417 

3.  Never Assigned to Post 220 

4.  Slippage: 

Sample No Shows 453 

Administrative Errors 172 625 

5.  Unusable Alternates (Wrong Race or Rank) 48 
• 

6.  Number of Soldiers Taking Survey 1502 

Total 3210 

12.4 

13.0 

6.8 

19.5 

1.5 

46.8 

100.0 

Note:    This was a particularly problematic administration.     The sample was 
not drawn locally or in a timely manner. 
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G.  Sample    Introduction for RAPS Monitors 

Good (morning/afternoon).  My name Is and with me Is 

 . We will be acting as the monitors for the administration of 

this survey. 

The post commander Is very interested in getting a better under- 

standing of the racial climate here In order to develop more effective 

programs. Therefore, this (morning/afternoon) we are asking you to 

cooperate In filling out a questionnaire which deals with your dally 

experiences in terms of racial aspects. This questionnaire has been 

given to generals and privates, combat personnel and desk clerks, Ph.D.s 

and high school dropouts.  It's been used at many installations through- 

out the Army and has been useful by providing accurate information about 

what's going on at the installations. All of you here today have been 

selected randomly to represent this installation. 

Some of the questions may seem repetitive, but each Is Important. 

You will be able to answer them quickly. The questions are particularly 

concerned with relations between black and white personnel.  This Is 

because people of these groups make up the largest percentage of the 

Army population. We are, however, interested in how all of you, what- 

ever your racial or ethnic background, see the racial climate on this 

Installation. There are a number of questions that relate to people of 

all races and ethnic groups. 

Please do not put your name or social security number on your 

answer sheets. We want to Insure that you will remain anonymous and 

that your answers will be strictly confidential.  Because of this you 

can feel free to tell It as you really see it.  Don't worry about what 
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others might want you to say.  This is not a test.  There are no right 

or wrong answers. We just want to know how you feel, what you are 

seeing, and what you think.  The grouped results for all of you taking 

the survey here at will be used to understand the racial 

climate and tu develop better programs. 

N 
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H.    Sample KAPS Survey Instructions  (for Monitors) 

After presenting your introduction: 

1. Pass out the survey materials starting with the pencils,   then 

answer sheets,   then booklets. 

2. Continue as follows: 

"Does everyone have a questionnaire booklet,  answer sheet, and 

pencil?    Turn to the first page in the booklet and find the 

Survey  Information Statement.    This statement explains the 

purpose of  the survey,   that participation Is voluntary, and 

the use for the Information obtained.     Read the statement 

II now. 

3. After the subjects have read the statement, ask them to turn to 

the directions on the next page. Ask the subjects to read through 

the directions as you read through them out loud. 

4. After going through the directions, tell the subjects that they 

can begin and that if they have any questions they should raise 

their hand and someone will come to their seat to help them. 

03 
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I.     Sample Monitor Training Agenda 

i.     First Period 

A.*   Introduction to the survey and   the training session 

1. The Survey - sponsor, purpose, ARI involvement, survey 
background,   survey parts,   sample. 

2. The Training Session - purpose,  schedule. 

B.    Sample Administration to monitors 

1. Introduction 

2. Directions 

3. Completing the survey questionnaire 

4. Collection 

II.     Second Period 

A. Duties of the monitors 

1. General - attitude towards  survey and subjects, outside 
contact concerning the survey, dress, non-participation by 
subjects, reserving facilities. 

2. Sample Rosters - who will maintain them, marking them, 
people not on them, relation to master roster, turning 
them in. 

3. Introduction and directions - memorization of introduc- 
tion, reading directions, modification of directions. 

4. Passing out materials - types of materials,   order of 
passing them out, control over the materials. 

5. Collection of materials - order of collection, control of 
materials. 

6. Turning in materials - materials to turn in,   time and 
place to turn In. 

B. Questions 

1. Ques.tion answering -  tell subjects  to use their "best 
guess,  closest  feeling," sample questions. 

2. Session impressions - statement of general impression of 
session,  impression form. 

(continued) 
o5 
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Ill,  Third Period 

A.  Introduction practice (in smali groups) 

1. Practice introduction - each group member gives introduc- 
tion. 

2. Criticism and further practice - membei« criticize each 
others' presentation, members give turther practice 
introductions. 

Ü.     Question practice (in small groups) 

1. Survey questions - members ask each other questions from 
survey and practice answering. 

2, Criticism of answers. 

IV.  Fourth Period 

A. Logistics 

1. Assignment to sessions - scheduling of individual monitors 
for the various sessions, 

2. Designation of head monitors for each session. 

3. Scheduling actual pickup and return of materials. 

B. Closure 

1. Raising any questions that remain, 

2. Closing remarks by trainers. 



J.  Sample Monitor Question and Answer Sheet 

Use this question and answer sheet as a guide to answering ques- 
tions about the survey. Tell subjects that they ace  welcome to 
pursue any question further with the project staff. 

1. Who's sponsoring this research? 

This research is being conducted at the request of the instal- 
lation commander. 

2. Who developed this questionnaire? 

A civilian contractor. Human Sciences Research, Inc. developed 
the questionnaire a couple of years ago.  Since then, the 
questionnaire has been field tested several times at various 
Army installations.  It was put in final form by the U.S. Army 
Research Institute for the Behavioral and Social Sciences (ARI). 

3. Who is going to see the results of the survey? 

The local post commander will receive the results of the 
survey. He will determine the procedure for making the re- 
sults available to interested personnel. 

A.  Can I keep the questionnaire booklet? 

No, I'm sorry. We're short of booklets now, and these book- 
lets have to be used over again. 

5. What can you do if I lie about ray answers? 

There is nothing we can do if you don't answer the questions 
honestly, especially since you remain anonymous. However, it 
is very important that we have your opinions since you repre- 
sent about 15 other soldiers on the post.  You have been 
randomly selected so that your opinions also stand for theirs. 
Further, as a member of the Army, it is in your best interest 
to provide accurate information so that the programs developed 
will reflect your opinions and beliefs too. 

6. How come I have to do this survey? 

You have been randomly selected by a computer to participate. 
You represent about 15 others on the post so that it is impor- 
tant that you let us know what you feel and think. 

w 7. Do I have to participate? 

Well, we can't make you respond to the survey in an open and 
honest manner. However, it is in your best interest to let 
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the Army  know IJOW yon think ami   11 o I   so  th.it   WIUMI  tlir progri 
are developed  yum   lut Uiomo will  bo   lilt.     Inilhor,  vmn 
opinions  stund   toi   abovit   \'i nl hoi   soldiers on the post  bo th.it 
It   yon don't   nnswer honestly,   tlu-ir volit-   Is   lost  too. 

8,     Why ate  there  so many tmrveyb around  lu-ii.' 

Well, _         is an  Important   post.      1 lie  oplaiflM Bl   fchl 
men here are   Lmpurtant.     In order   t»» make   ti   ,, moie «'ileCLivi.' 
or^anlzatlun and a better unit it   to work with,   tbeio  Is a need 
lor more   information about   '.he   leelincs  and  problems ol   the 
soldiers and nnrts here. 

|,     What   is Mil? 

The  Army  Reseanb   Institute   Is  a   research  organization ol   th«- 
At my  whioh   is  coiuerned will:   I lie  h«havioi.il   and social   laetors 
In the Army.      It   is stalled with military  and civilian ucicn- 
lists who work to provide accurate and  up  to ilate  Iniormatlon 
so  that  bettet   progratno and poilcies cap  he developed. 

10. When will  the  resnlts come  in? 

The   iniormatlon on the attitudes and opinions ol   the soldiers 
at   this post will be available  to  the  post   commander probably 
around  a month  tvom now.     lie should be  contacted  il   you are 
interested   in seeing them. 

11. I  don't   like  the  response alternatives,  can   1 write  in what   I 
I eel  on  the answer  sheet' 

No,   Just   try  to pick the  response which comes closest   to what 
you Chink,   i.e.,  your best guess.     11   yon would like to com- 
ment   lurther,  we encourage you  to contact   the project  stnit. 

12. ilow can   1   as  a   lilack l.t.  Colonel expect   to  tmaain anonytnonb? 

Well,(you will  notice  in your  survey  booklet   thatjall   at 1 icers 
0-4 and above are placed  In one cutegoi\   so that  there will   be 
a number  ol   ol I leers  in your  category.     Witli no name or   Ident 1- 
t icat ion number on the answer  sheet,   one cannot  .separate out 
these officers Iron» their  group as a whole. 

iJ.    What   is  this survey really being used  lor; 

The   survey   is a st.mdardl:ed  questionnaire  that   has  been used 
at   sevcial   posts.     Its purpose   Is to  provKle accurate,  up-to 
date   inlormation on attitudes  and  peiceplions about   race  that 
are  held  by  soldiers.     The   iniormatlon will  be used to develop 
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morf  i'ttectivo programs hero .iud   lit-lp  the   Installation to be a 
more   satlalying organization  to be assoeiated with and  to be 
more  elteetlve in  its missions. 

14. What   will   I   get   trom the study? 

The  study will  provide   inlormatiou  to be used  in the develop- 
ment  ot   better programs and polieies   Irom which you as a 
soldier will  beuelit both directly and   indirectly. 

15. Can  1  see  the  results ol   the survey? 

The  post  commander will  receive   the  results   in a  tew weeks. 
He should be contacted  ior the exact  procedure ior looking at 
the   results. 

16. Who dec tiled  on   the questions? 

The  survey  questionnaire was designed  and   tested by a civilian 
contract  agency.     The questionnaire booklet  you're using today 
has been developed and  tested at  several Army installations 
and  contorms closely to scientitic  specilicatlons  lor  survey 
materials. 

17. is there any way ray answers can hurt me? 

No,   you  remain anonymous and your answers remain confidential. 
Results will  be presented  in grouped   torm so that   the  re- 
sponses ot   a given person will not be known.    The answers can 
help you through the better programs and  policies that will be 
developed   t rom your   iut orm.it ion. 

18. Are  the results  really going to be used  to do something? 

Yes,   the  results will  provide accurate,   up-to-date   Iniorraation 
on  the attitudes and opinions ol   military personnel  so  that 
programs and  policies can be revised and  made better  to serve 
you and  the   installation. 

b^' 
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K.    Sample RAPS  Responses 

(Racial Perceptions  Inventory) 

SCALE: PERCElVtl) DISLRIMINAT10N AÜAINST BLACKS (PUB) 

Whiles Blacks 
J 

/ 
/ 

Statement Number 

3.    White soldiers and supervisors assume 
the worst about Blacks in any doubtful 
situation. 

5. White supervisors pay little or no atten- 
tion to Blacks' complaints about 
discrimination in the civilian community. 

6. Harsher punishments (Articles IS, courts- 
martial, etc.) are given out to Black 
offenders than to White offenders for the 
same types of offenses. 

7. Whites who supervise Black supervisors 
doubt their competence. 

10.    Blacks gel more extra work details 
than Whites. 

14.   The Military Police in the Army 
treat Blacks worse than they treat 
Whites 

16.    Whites act as though stereotypes about 
Blacks were true (for example, •/! 
Blacks are lazy). 

23. Whites have a better chance than Blacks 
to get the best training opportunities. 

24. Whiles assume thai Blacks commit any 
crime that occurs, such as thefts in 
barracks. 

25. Whites do not show proper respect for 
Blacks with liigher Mnk. 

32. White supervisors expec' Blacks to do 
poorly on any jobs other than menial 
ones. 

^ f «■ P9 V 
(l& 2) w (i & 4V 

% % % 

51.3 29.3 19.4 2.6 

62.1 25.3 12.6 2.4 

75.9 19.2 4.9 2.1 

74.3 18.1 7.6 2.2 

81.4       15.9 2.7 

66.0      32.4 1.6 

31.3      43.4       25.3 

65.9       25.3 8.8 

<5V * f #« f 
(1*2) m M*3J 

i 
-L 

1 % % % 

i 

12.0 34.9 53.1 
i 

15.9 38.4 45.7 3.5 

i 

23.7 42.1 34.2 

i 
i 

i 

i 
i 

2.2 34.1 63.7 
i 
•3-7 
i 
i 
I 

74.7       15.0 9.4 

8Ü.8       11.5 7.7 



Whites 

Statement Number 

33. Hqual opportunity and treatment rtgu- 
laiion* are seldom enforced. 

34. Whites are not willing to accept 
criticism from Blacks. 

f / 

4 4    * 

m.Kks 

417 S 

(I A 2)      13) (4i 5) j 

% 7o % 

614       25.9       12.7 

573       18.7       22.0 

35.    Whites get away with breaking rules that 
Blacks are punished for. 80.4       13.2 6.4 

38. Our supervisor picks people to do certain 
details on the basis of their race. 

39. On this installation. Blacks who work 
hard can advance as fast as Whites who 
work just as hard. 

42.    White supervisors assume that Blacks 
have hidden motives when they ask for 
something. 

44. There is racial discrimination against 
Blacks on this installation. 

45. Whites give Blacks good reason to 
distrust Whites. 

86.3       116 1.1 

4.4       13.2       82.4 

56.1       35.7 8.2 

43.9      37 4       18.7 

47. A Black in the Army must do more 
than the average White to make the 
grade. 

SO.    Wliite soldiers arJ supervisors act as 
though Blacks have to "earn the 
right" to be treated equally. 

52.    Whites accuse Blacks of causing trouble 
and starting fights. 

55. In my unit, Blacks get worse jobs and 
details than Whites 

56. Most communüers apply the military 
justice system fairly to Whites hut not 
to Blacks. 

96.5        2.4 |4 

80.8       12.6        6.6 

65.9       24.7 9.4 

29.1       39 0      31.9 

79.1       18.7 2.2 

2.4 

2.6 

2.0 

1.8 

4.0 

2.5 

2.7 

1.2 

2.1 

2.3 

3.0 

2.1 

^ ^ 

(J&2)      (3)        (4 A 5) 

% % % 

21.0       50.0       29.0 

13.2      36.8       50.0 

21.6      45.9      32.3 

35.1       29.7       35.2 

57.9      34.2        7.9 

5.4      24.3      70 J 

21.0      36.8      42.2 

34.9     295      35.2 

27.0      32.4      40.6 

13.1       23.7      63.2 

10.5      39i      50.0 

29.0      28.9      42.1 

J.l 

3J 

3.1 

3.0 

2.4 

3.8 

3.3 

3.0 

3.2 

3 7 

3.4 

3.1 

72.5      23.6 3.9    \   2.1 ;       13.2      42.1       44.7        3.3 

72 i 
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SCALE. AmilHU TOWARD KM I M INTERACTiON (ATI) 

Whites niacks 

Statement Number 

i 

4.    Blacks were better off betöre this inte- 
gration business got started. 

13. After duty hours, soldieis should 
stick together in groups made up of 
their race only (Blacks only with 
Blacks, and Whites only with Whiles). 

17.   The Army needs race relations programs. 

14. It might be a good idea to have all-Black 
and all-White units in the Army. 

20.    Trying to bring about racial integration 
is more ttüublc than it's worth. 

28.    Blacks and Whites would be better off 
if they lived and worked only with 
people of their own races. 

30. In the Aimy, I would prefer to live in 
quarters that are mixed racially. 

31. If my unit had a supetvisoi of a race 
different from mine, I would dislike it. 

36. In my opinion. Blacks and Whites 
should work in separate groups (dl 
Blacks in one group, all Wlütcs in 
another group). 

37. Blacks and Wlütcs should mix together 
"only" while they're on duty. 

46. It would be a good thing for Blacks 
and Whites to hang around together 
after duty hours. 

S3. Calling attention to racial pioblems 
only makes things worsi*. 

3S     A Black who attends an all-ltlack 
school is better off as long as it is jusl 
as good as a White school. 

11.    There shmiM bo iiioie CIKVJ ha-ndstui» 
between Itlaiks and HMM in tlw Army. 

67.    Blacks SIKH'.II' slay \\\\\\ tlu'ii u.vn j::tiiip 

{i A 21 (U (4* 5) "      '1 
1 

% % % I 

65.5 26.7 7.8 2.3 

82.4 148 2.8 1-8 ! 

22.0 23.6 54.4 
1 

3.4 

i 

90 .,        6 

9.3 

55.0 

42.9 

22.5 

46.9       42.0 

34 I 

'l.S       .M ; 

7J 

83.5 9.3 7.2   j 1.9 

68.7 19.8 ll.S 

i 
2.3 

85.2 11 jB 3.8   j 1.9 

18.8       34.3       46.9   |   3.3 ! 

82.4       14.3        3.3 

6        3.3 

85.7       11.0        3.3 

2.0 

1.8 

2.0 

47.8       3.5 

22.5    ' 2.6 

11.1       2.6 

j 

63.7    | 3.7 

i  4 
// 

's) * f ff | 
tIA 3J (U H*SI 

% % % 

78.3 18.9 2.8 2.0 

79.0 18.4 2.6 1.8 

7.9 15.8 76.3 3.9 

64.8 21.6 13.6 2.2 

76.3 11.5 12.2 M 

63.1 26.3 10.6 2.2 

5.4 24.3 70.3 3.8 

71.1 28.9 0.0 2.1 

78.9 15.8 5J 19 

78.9 18.4 2.7 1.9 

5.2 39.5 55.3 3.6 

62.1 29.7 8.2 

55.2 34.2 10.6 

12 0 34.9 53.1 

6M 35 1 2.S 

2.3 

2.4 

3.7 



RACIAL PERCEPTIONS INVENTORY 

KALE:   FEELINGS OF Rl\ I USl. KAIISM (HIK) 

Whit« 

Statement Number 

/J        ¥ f  . iß  4   fß   / ff / /<f   * 
%    %     % 

Black« 

2.    With llie same education and skill*, 
Black soidnisget belter treatment than 
Whites 

9.    If things continue the way they arc going, 
Blacks will gel more than their fair share. 

IS.    Blacks are trying to get ahead too fast. 

18.    Blacks get extra advantages on this 
installation. 

22.    There is racial discrimination against 
Whites on this installation. 

26.    Blacks in the Army arc not interested 
in how Whites see things. 

40. Some Blacks get promoted just because 
they are Black. 

41. Black power is a dangerous thing. 

54.    Blacks frequently cry "prejudice" 
rather than accept blame for personal 
faults. 

57.    The reason Blacks stick together is to 
keep out Whites. 

60.    Blacks gel away with breaking rules 
that Whites are punished for. 

62.    Blacks assault Whiles just because the 
they're White. 

64. Blacks aic not willing to accept 
criticism from Whites. 

67. Blacks don't lake advantage of the 
educational opportunities that ate 
available to them. 

65. Blacks give Whites piod reason to 
distrust Blacks. 

<>''.    Many Blacks have begun to act as if 
they are superior to White». 

36.2 40.1 23.5 

26.9 36.3 36.8 

37.4 42.3 20.3 

50.6 36.3 13.1 

43.9 31,9 24.2 

33.0 38.5 28.5 

46.2 25.3 28.5 

29 

3.1 

2 8 

2.6 

2.8 

3.0 

2.7 

27.7       45.9      26.4       3.1 

9.8       28.6      61.6 

35.7       41.8      22.5 

52.5       32.0       15.S 

29.6       38 5      31.9 

31.6       35.6      32.8 

3b.8       37,9      25.3 

45.6       401        14.3 

3.6 

2.9 

2.6 

3.1 

3.0 

2.9 

W9 
J 

%      %      % 

71.0       23.7        5.3 

55.3       26.3       18.4 

73.6       23.7        2.7 

76.3       23.7        0.0      2.0 

21 i 
i 
I 

2.4   i 

19 

23.7 47.4 28,9 

42.1 47.4 10,S 

57.9 23.7 18.4 

63.2 26.3 10,5 

35.1       29.7      35.2      3.0 

2.9 

2 6 

2,4 

2.2 

57 9       34. 7.9 

7o3       18.4        5.3 

52.7       34.2       13.1 

2.4 

2,0 

2,5 

29,0       39.5      31.S      30 

29.0       28,9       42.1 

55.3       36.8        7.9 

3.1 

-J-  ■■ 
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RACIAL PERCEPTIONS INVENTOKY 

SCALE   RACIAL CUM ATf (KC) 

Whit es Blacks 

Statement Number 

I.    Race relations in the Army have been 
getting better during the past year. 

8.    There is mure racial discrimination on 
this military installation than there is 
in civilian life. 

11. I understand the feelings of people of 
other races better since I joined the 
Army. 

12. The Army is firmly committed to the 
principle of equal opportunity. 

21.    If the race problem can be solved 
anywhere, it can be solved in 
the Army. 

27.    Race relations in the Army are good. 

29     The Army is doing ail it can to 
improve race relations. 

43.   The Army is trying to improve treat- 
ment of Black service men and 
women in the civilian community. 

48. I like people of other races more 
since I joined the Army. 

49. The Army's equal opportunity 
programs hm been helpful to Blacks 
in the Army. 

31.    There is serious racial tension in 
the Army. 

59.    The Army provides a good career 
opportunity for Blacks. 

/ 

•r 4?     „^      § §     $ 

(I * 2)       (J) (4 A 5) 

% % % 

19.7      35.2      45.1 

65.9       19.8        14.3 

25.3       20.3       54.4 

33.0      38.5       28.5 

36.2      40.1 

17.0      46.7 

75 

3.2 

2.3 

23.7 

36.3 

33.0      38.5       28.5 

3.4} 
I 

3.0 | 

I 
i 

2.9 j 

3.2 ' 

3.0 

22.3      37.2       40.5 

36.8      37.9       25.3 

46.3      31.9       21.8 

3.2 

2.9 

LI 

31.6       35.6       32.8       3.0 

/* s >.» 
4 

Jf f ff g 
n * 2i m Mil 

% % % 

7.9 36.8 55.3 3.6 

37.8 35.2 27.0 

i 

I 

2.9 

7.9 15.8 76.3 3.9 

35.2 29.6 35.2 3.0 

39.5 47.4 13.1 2.7 

26.3 44.7 29.0 2.9 

35.2 29.6 35.2 3.0 

39.5 39.5 21.0 2.8 

15.8 39.5 44.7 3.4 

42.1 47.4 10.5 14 

26.4 36.8 368 3.2 

29.0 39.5 31.5 3.0 
i 
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PERSONAL EXPERIENCES 

Uliiti's lllacks Others 

Statement Number 

11. I understand the feelings ot people 
of other races better since I joined 
the Anny. 

30. In the Army, I would prefer to live 
in quarters that are mixed racially. 

31. If my unit had a supervisor of a 
race different from mine, I would 
dislike it. 

48.    i like people of other races more 
since I joined the Army. 

65. On this installation, I have 
personally felt discriminated 
against because of my race. 

66. At stores, bars, theaters and 
restaurants in the civilian com- 
munity, I have been treated 
disrespectfully because of my 
race. 

>,# ä / JF \  OP 

in.')  if)    NT^ W**   m    Wmlt (t * 2)   (jj    i-t'TTj 
%     %      % %     %     % %     %      % 

25.3    20.3    54.4 

18.8    34.3    46.9 

82.4    14.3      3.3 

22.3    37.2    40.5 

68.1    22.5      9.4 

3.4 

3.3 

2.0 

3.2 

80.7    16.5      2.8 2.0 

7.9    15.8    76.3 

5.4   24.3    70.3 

3.9 

3.8 

71.1    28.9     0.0 1 2.1 

15.8   39.5    44.7 

2.3      21.0   36.8   42.2 

3.4 

13.1    23.7   63.2! 3.7 

9.3   42.9   47.8 

22.0   23.6   54.4 

85.7    11.0     3.3 

18.8   34.3   46.9 

3.3        56.1   35.7     8.2 

65.8   24.7    9.5 

3 5 

M 

2.0 

3.3 

u 

iMtaMfaAyttteiMiMH 
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INCIDl Nt» OF DISCRIMINATORY BEHAVKHtS (IDB) 

CONTENT AREA: RACIAL HARASSMENT 

How often Jot-s tiu.s tction occur on tliis in<>tallJliun7 

Si.iltmein Nuinher 

104 1 hear Wliitcs on this installation refer to 
Blacks as '"nisger," "coon," etc. 

10t> I see Whites at this installation harassing 
or excluding Blacks from facilities open 
to all. 

1 ö J | see Blacks on this installation harassing 
or excluding Whites from 'acuities open 
to all. 

HO I hear Whites on this installation refer to 
Blacks as "hoy." 

91      l hear Wlmes on this instaliatiou using 
expressions such as "work like a nigger," 
"free, white and 21," etc. 

^     I see Whites on this installation asking 
that they be treated better than Blacks. 

72      I see Blacks on this installation asking 
that they be treated better than Whites 

/d     1 hear Wliitcs telling racist jokes about 
Blacks 

7 1      I hear Whites on this installation nuking 
insulting remarks about the haustyles, 
music or food preferences ol Blacks 

97      I hear Blacks on this installation refer to 
Whites in such terms as "honky," "rabbit," 
or "beast." 

Ill       I heai lilacks tcllnvi laciit jokes about 
Whiles 

iSJ | hear Blacks M this installation maUng 
insulting remaiks about hairstyles, music 
or foail pu-tcronces of Whiles 

89      I hoar Whiles at tin.; insiaüjiuiii ttfel to 
Hl.n.k> .IN "those people," or "vom poop1;' 

Wliites niacks 

i 
% 

( 

m 

«7 

// * $   4 f f * 
p/        it) m w (4) 
%        %   % % % 

it 
K   r 

m 
% 

96 28.2 429   9.6   9.6 2.8   26.5 41.2 23.5   8.8   0.0 2.1 

57.4 313   9.7    1.7    0.0 1.6 35.3 35.3   17.6   5.9    5.9 

48 0 2(W, 20.3    3.4    1.7  |J   50.0 32.4 14.7    2.9    0 0 

2.1 

1.7 

22.6 40 1 20.6    7.3    3.4 2.3' 20.6 35.3 32.4   S9   5.9:2.4 

23.2 31.5 31.5    7.2    6.612.4 

43.3 30..' 24.2    2.2    0.0 1.9 

23.6 32.Ö 36.0   6.7    1.7|2.3 
i 
| 

7.2 30 6 47.8  10.6    3.9'2.7 

Ö.5 30.b 42.7  14.6    5.6 2.8 

48.6 31.4 20.0   0.0   0.0 

41.2 26.5 26.5   5.9   0.0 

48.6 22.8 22.8   2.9   2.9 

17.1 37.1 34.3 11.4   0.C 

1.7 

2.0| 

u 

2.4, 

22.2 25.0 27.8 16.7   SJ 2.6 

IM  J/o J8.1   12.7    4.4 2.6    14.3 22.9 40.0 11.4 11.4 u 

24.2 »J NJ    5.1    O.o 2 2    14.7 38.2 412    0.0    5.9  2»' 

i 

i 

26.>   I7J ^10    2 8    2.2 2.1    200 40.0 22.9 14.3    2.9'2 41 

; i | 
20 0 3.4 7 27.1    9.2    3.9j 2.3; 17.6 20.6 32.4 23.5    5.9 ,2 8 , 
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INCIDENCE 01 DISC KIMINATORY Bf HAVIOKS (II)B) 

CONTINT AREA: SYM EM TREATMINT 

Mow offen does tliis action occur on this installajion? 

St.ittiiient Niimlier 

WJiites 

tu 
% 

1) lacks 

/ 

% 
PI 

11 
M    t-ii m 

t ' 
. i 

109 I sec Blacks receiving discriminatory (real- 
mem at military facilities (such as the 
exchange, commissary, or service club). 

9 J I see Whites gelling away with breaking 
rules that Ulacks are punished for. 

lQb I see Blacks assigned lo less desirable living 
quarters than Whites of the same giade. 

1Ü 7    ■    I sf e Blacks getting away with breaking 
rules (hat Whites arc punished for. 

7J I see Whites who work in offices like 
finance, disbursement, or transportation 
providing Whites with better service than 
they provide Blacks. 

73 I see Whites assigned to less desuable 
living quarters than Blacks of the same 
grade. 

79 I see Blacks who work in offices like 
finance, disbursement, oi transportation 
providing Blacks with better service than 
they provide Whites. 

81        I see Whites receiving discriminator)'treat- 
ment at military facilities (such as the 
exchange, commissary or service club). 

85 i see Whites wearing ID bracelets, while 
Blacks are not allowed to wear "slave" 
bracelets (symbolic Black unity wrist- 
bands). 

61.1  26,9   9.1    2.9   00 

50.0 32.2 16.7    1.1    0.0 

64.9 2.V6 10.3    1.1    0.0 

40.3 30.9 23.7   4.6   0.6 

37.2 38.Q 22.2    1.1    0.6 

64.4 239 10.6    1.1    0.0 

37.4 30.2 29.1    2.8   0.6 

54.4 26.1   16.1    2.8   0.6 

51.1  30.0 13.9   3.3    1.1  1.7 

1.5 46.9 21.9 25.0   3.1    3.1  1.9 

1.7 

1 5 

1.9 

1.9 

1.4 

2.0 

1.7 

25.7 14.3 25.7 25.7   8.6 

42.4 30.3 21.2   6.1    0.0 

61.8 14.7 14.7   8.8   0.0 

31.4 28.6 25.7 II.4   29 

60.0 25.7 14.3   0.0   00 

42.9 225 25.7   5.7   2.9 

64.7  11.8  17.6    2.9    2.9 

34.3  14.3    8.6 20.0 22.8 2.8 

2.8 

I 'J 

1.7 

2.3 

l.s 

2.0 

1.7 
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WCtDENCE OF DISC KIMINATORV lUMiAVIORS (IDB) 

CONTENT AREA: MJKRVISORY TREATMENT 

^5 

84 

L05 

83 

77 

1ÜL 

N 

7b 

103 

96 

How often does this action occur on this installation? 

Whites    Blacks 

Statement Number \ cj> 4 $ g 4   4 £ 4 oSN £ 4 

than to Whites. 54.4 27.8 14.4   2.8   0.6 

I see Black supervisors on this installation 
applying the Uniform Code of Military 
Justice (UCMJ) and Military Regulations 
differently to \Vhites than to Blacks. 56.3 30.7 12.5   0.6   0.0 

I see White supervisors making it easier 
for Whites to go through the chain of 
command to present a complaint than 
they do for Blacks. 53.9 31.1  13.3   0.6    I.I 

I see White supervisors pass Blacks over 
for training opportunities for which they 
are qualified. 

I see Black supervisors assigning Whites to 
»ww work details than they do Blacks. 

49.2 35.8 12.3    1.7    I.I 

52.0 33.7  13.1    1.1    0.0 

I see White supervisors paying more 
attention to the requests or suggestions 
of White» than they do to those of Blacks.   46.4 34.0 16.2   2.2   0.6 

I see White supervisors giving Blacks lea 
credit for good performance than they 
give to Whites. 

I see Black superviuore on this installation 
giving Whites Ita credit for good 
performance than they give Blacks. 

42.8 35.e> 19.4    1.7   0.6 

53.4 MJ  16.1     1.1    0.6 

28.6 25.7 31.4 14.1   0.0 2.3 

{l)     (2)      U)     (4)     t5l (I)     (3)      (S)     (4)     (it 

I see White supervisors assigning Blacks to 
HOW work details than they do Whites.       54.9 34.3 10.9   0.0   0.0 |.6 

I see White supervisors applying the Uniform 
Code of Military Justice (UCMJ) and 
Military Regulations differently to Blacks 

1.6 

1.6 

1.6 

1.7 

1.6 

1.8 

37.1 20.0 17.1  14.3 11.4 2.4 

50.0 26.5  14.7   8.8   0.01 1.8 

28.6 17.1 31.4 17.1    5.7 

22.9 22.9 31.4 22.9   0.0 

52.9 29.4 17.6   0.0   0.0 

2.5 

2.5 

1.6 

14.3 25.7 28.6 28.6   2.9i 2.8 

1.8 122.9 25.7 25.7 20.0   5.7 2.6 

1.7   50.0 37.5    9.4   3.1    0.0 

I see Black supervisors making it more 
difficult for Whites to go through the 
chain of command to present a complaint 
than they do for Blacks. 54.7 34.1   11.2    0.0   0.0 1.6   50.0 29.4 14.7    2.9   2.9; 1.8 

1.7 
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80 

100 

94 

74 

88 

90 

(ONTi-NT AREA    SUPFRVISORV TMATMINT Itoiitinued) 

Hon often doeN this action occur on this instalbiion? 
Whites Blacks 

Statement Nombtr * / fi // / / fi // / c|> 4 § ^ f f f 4 9 * 4 
(I)      (2)      (3)      (4)    (SI (I)      (21     (3}      (41      (5) 

7c     %     %     %    7c %     %    %     %    7c 

I see Nlack wpMViWI pass Whites over (or 
training opportunities for which they arc 
quahfied. 50.0 29.4  17.8    2.8   0.0 

I see Black supervisors judging the work 
of Whites in a different way than they do 
for Blacks. 4o.Ü J6.4 17.6   0.0   0.0 

I see Black supervisois paying less 
attention to the requests and suggestions 
of Whites than they do to those of 
Blacks. 50.3 33.5  14.5    1.1    0.6 

I see White supervisors looking more 
closely at the work of Blacks than at the 
work of Whites. 38.9 37.2 20.0    2.8    1.1 

I see White supervisors judging the work 
of Blacks in a different way than they 
do for Whites. 38.5 38.0 20.7    1.7    1.1 

I see Black supervisors looking mure 
closely at the work of Whites than at 
the work of Blacks. 46.6 JS.4  16.9    1.1    0.0 

1.7 48.6 25.7 20.0   2.9   2 9 

1.7 50.0 26.5 17.6    5.9   0.0 

1.7 37.1 31.4 22.9    5.7    2.9 

1.9 25.7 20.0 28.6 20.0   5.7 

1.7 20.0  14.3 40.0 22.9    2.9 

1.7 42.9 31.4 20.0    5.7   0.0 

!.') 

1 8 

J | 

2.6 

2.7 

1.9 
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INClDi NCE OV DISCRIMINATORY M&HAVIOlUI iium 

C0NTEN1 AREA   si i r S» (.KK.ATION 

70 

87 

98 

Statment Number 

Whites on my job stick together 

Blacks on my job stick together 

During off-duty hours, I see Blacks 
spending time with just Blacks. 

During off-duty hours. I see Whites 
spending time with just Mites. 

Ilv)\> ».Hin docs lliis ;ution occur on this instjUatio:i? 
Whit« Blacks 

jJJJjj l/JJLiJ, 
ui P)    W   W   ^ 
% %   ft    %   % 

7.2 10.7 36.7 32.8   6.7j3.2 

M.g 15.7 39.3 24.2   9.0 3.0 

2.2    6.2 28.7 44.9 18.0 

2.3    8.5 33.9 37.9 17.5 

3.7 

3.5 

(I) (1}     PI     (4)     (St 
7o %     %    %    % 

5.6 5.6 33.3 33.3 22.2 

21.1 12.1 30.3 21.2 15.2 

5.7 20.0 22.9 31.4 20 0 

8.8 20.0 14.7 41.2  14.7 

3.0 

30 

3.4 

3.3 

öl 
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DEMOGRAPHIC CHARACTERISTICS 

112 Race: 

113       Age. 

Whites 
Blacks 
Others 

78.3% (N ■ 783) 
18.1% (N= 181) 
3.6% (N=  36) 

Nineteen years oi less 
Twenty to twenty three years 
Twenty-four to twtnty-nine years 
Thirty years or over 

114 Sex: Male 
Female 

115 Rank: E1.E4 
E5   E6 
E7.E9 
WOl -W04 
0103 
04 or higher 

113        Highest grade completed in school: 

Less than high school graduate 
High school graduate or G.E.D. 
Some college 
College degree 
Advanced college work or degree 

117 How long have you been on active duty? 

Less than one year 
One to three years 
Four to nine years 
Ten to fifteen years 

Sxteen years trt*ore. 

118 During your off-duty hours now, how often do you 
have close personal contact with people of other races? 

Daily 
Weekly 
MoniMy 
Never 

82 

mm 

Whites Blacks 
% % 

8.8 13.0 
31.3 42.2 
30.8 18.4 
29.1 26.4 

94.5 97.4 
5.5 26 

47.5 57.9 
28.8 29.0 
8.8 10.5 
0.0 0.0 
9.5 2.6 
5.4 0.0 

3.8 10.5 
40.7 56.9 
33.6 28.9 
17.0 37 
4.9 0.0 

9.4 10.5 
39.0 42.0 
25.8 21.1 
13.7 13.2 
12.1 13.2 

46.1 75.0 
26.4 n.i 
14.3 2.8 
13.2 11.1 
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1 

L.  Survey Information Statement 

The purpose of this survey is to obtain objective information on 
the racial attitudes and perceptions of installation military personnel 
in order to aid the commander in developing his programs to eliminate 
racial discrimination and promote racial harmony. The results will be 
used specifically (1) to assess how well the programs are working 
overall; (2)  to determine where special actions need to be taken; (3) 
to determine the level and distribution of resources needed for the 
programs; (4) and to assess changes over time. 

All survey respondents have been selected randomly and will remain 
anonymous. Completing the survey questionnaire form is voluntary. 
Installation personnel are conducting the survey by order of the instal- 
lation commander who is responsible for the generation, use. and dissemi- 
nation of results. 
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M.  Fortran Computer Program 

UM following FORTRAN language romputer program to »core the RAPS 
results was written and tested by the U.S. Army Research Institute for 
the Hehavloral and Social Sciences at the Presidio of Monterey Field Unit. 
Tlu- program is designed lo fit precisely with the questionnaire statements 
as lliey appear In Appendix B.  Note, however, that in this computer pro- 
gram the response code sequences begin with zero (0) instead of one (1). 
Thus, for example, RPI item responses of A, H, C, D and E are coded as 0, 
1, 2, 3, and 4 rather than as 1, 2, 1, 4, and 5 as indicated in Chapter 8. 

While this FORTRAN program Is designed for computers accepting the 
FORTRAN language, analysis of results can easily be accomplished through 
the use of standard software programs such as The Statistical Package for 
the Social Sciences (SPSS).  At certain Installations, it might be practical 
to "ontract out the analysis to a local computer contractor or nearby col- 
lege with, for example, an SPSS capability. 
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1 I// EXEC FORTCl.G 
?l//FOHT,SYSrN 00 
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J 

♦ ♦♦♦ 
SiC» * 
hlC* RAPS PROGRAM 1 
TtC* PRÜGRAMMEM 
HtC* GEAN ti  BIGLtR 
9tC* BLO 290i APT, C + 0 
IOJC* F(m ORO CA, 939«3 
me»»** • »•»« 
IPtC* * 
1?!C* IF ANSWER SHEET IS KEVPUNCHEO FOLLOWING FORMAT MUST BK USED * 
1«}C» QUESTION NOT ANSwEREO * ÖLANK 
is:c« SEOUFNCC NUMUEH PUNCH AS IS (NOT USED FOR ANALYSIS) * 
16»C* SEX HALt-0     KMALEsl 
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■ ♦ •♦♦ 
»»IC« DATA IS oPpSENUD ON CARDS BY RESPONDENT ♦ 
27J:* THE FORMAT lb AS FOLLOWS * 
pp:r« CARD OVE 
^<»tr* COLUMN i-«   IS IfAUCMCf NU.MHER (SUBJECT NUMBER) 
<0l 5-7«  IS  ITEMS 1 • 70 
Ml^« • 
ItlC* CARD  TWO 
^?«:» COLU^M 1 - 1 SEOUE^CE NUMBER 
JltC* 5 - H ITEMS 71 - HI 
is»;:» * 
.^MC« 1 
S7ICMM «*»*• 
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t^.-r:* PROGRAM REDUCTION REQUIREMENTS * 
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4f tc» 3. TOTAL Mi'-HFR DISAGREF • 
mtc* t,   TOTAL NUMrtER NEITHER ♦ 
«flic« b,   TOTAL NUMBER AGREE                        ft ♦ 
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5l:C« «. PFRCENTS OF EACH RACE ANSWERING QUESTION * 
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WUI   C^}0C)(ÜSTIN(I.J),J.1,15) 
rOPMATriOAK./fSAfttÄOX) 
rnN'Tfa'F 

W   rnr   NKIV   SET  OF   DATA     THREE   CARDS  PER   RE5P0N0ANT 

KM   Ml    r>ATA   HF.EN   REAf)   AND   PRQCF.SSEO 

rt(lL*ST-oi2J0ffl000t2l0 

VHfm    Mf   MW  RACIAL   CONTACT   FROM *LPHA   TO   NUMtRIC 

?0   lfl2?   rx1»2 

TrCTf:5Tf.n.K3.f>2(l))   GO  TO   1010 
•".0   TO   j 020 
rtri.it.i) ITSCM . N(j) 
^fr.EQ.P.)    IIPUTV   «   N(J) 

W  t*«|   r«i,2 
BO  10«a .raifs 
r^rrcttrj)«it#ftt(|)) 6n T0 l030 
G^   TO   «O'iO 
T^fl.fQ.il    IIAr.t     ci^(j) 
T6CI.f;Q.2l    IIFRCT   »   ,N(J) 

CHAJ'-.r.   QurSTION   o4TA   T0  NUMERIC   0l2iMS 

l»fl   112«   Talflll 
l»fl   U?r   %Tsl,6 

G0CTOS^f2^FQ'^ATA(1),   C0   T0   ,l10 

ii«TA(n " N(j) 
rc'-irirtuf: 
iFfirsrn    .fQ.o) r,n TD 
IFriliGt    .frO.O) GO 
^rliscv   .eQ.(M G» 
TFCirPNAM\.r«1..') GO 
rpciii«eR»ii»#) co 
TF(II^U,'V.|ro,0) GO 
TF(ITFRCT,EQtO) GO 
GO TO 2002 
WRITE (^2001) ISFQ 

TO 
rn 
TO 
TO 
T3 
TO 

2000 
2000 
2000 
2000 
2000 
2000 
2000 

rTT,;T2j;X,1",X,a,HRK8P0N0ANT 0I0 N0T ****   DEHUGRAPHIC flST, 
CPHTINUE 

c a 
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L 

?.2t*r. 

?.?nr. 

??9'?.\\ 

SSltlH 

?^: 

r'.l • 
?li?t 

?«»' no 

?'«'»• 311 
M«l 
?so»ii? 
MM 

?<t',r??l 

^r3ir 

.'71 . 
,'7?.'/SO 

?7*!?7C 

;7^> 
"77"590 
-7*'30C 
?7«>. 

o O 
po THr nFfor.RAPHrc COUMIKS FIRST 

ITOTAI    IS  eOUMTIR  FO«   TOTAL   NUMHE«  RtSPONOANTS 

TTO'AI    e   TTCITAL  ♦   I 
TF rrrnArff^iftttfttii 
iR/rcrrrRACt) ■ iRAcrciiPAct) ♦ i 
If   (IlA',.r.)2H.2n,2l5 
rA'-.Edi«';«;) » IASPJIIAGE) ♦ i 
!F   (TISk-X)2l6»216»2lS 
rsExfirstx) = isExdisFx) ♦ i 
i» ntiMNiotifftttfity 

RAUK   TATFRORIFS  REPurEf)  TO  6  GROUPS 

JPdJWANK.I.f •«}   r,0   TO  310 
tFfllfc-ANK.l.t .0)   GO   TO  311 

GO 
GO 
GO 

TO 
TO 
TO 

312 
313 

Tc    (IlRANN.I-r.«)) 
IFfllRtN^I.'.n) 
ff fllAANX.UvUJ 
I IR^KSS 
';0 TO 315 
IIWAVK s f 
(iO TO 31S 
rrRANK«2 
no TO .TIS 
ITRANK«3 
r.o TP sis 
IIRA^.K«« 
CO   re   31S 
ITHA>.'««S 
CfHUffDUC 
rWAfJK(IJi?AN»<)    ■   THANKdIRANK) 
rfrX|9CH9^t9*<t*»ttf 
|C0(JtSCM|   *   JfPfllSCM)   ♦   I 
IF frrouTy)?/,<»,22?,,»2i 
rTiMrrirnMTY? « iTiMrdiouTr) 
Jl   (tJFfieT)t24«ft«ft2J 
ICMTÄTCIT^RCT)   »   IfNTATCIlFRCT) 

♦   1 

♦   I 

♦   1 

»*Arr C/.TF^OHIFS RfPurFo TO FOUR GROUP« 

IF   (II^ACF  -3)230.22St230 
IFI.G   =   1 
C'J   TO   ^00 
IKIIR/,,CF-S)250f2«0.2!>0 
I^LC  *  2 
CJ  TP  300 
IFd'HAfC-l I )26n,2«0»2h0 
U(lIRArc-J 21270»2<J0»270 
'^ (TJ«<ACt-l<«)290»2«0f290 
I'Lf.   »   3 
|0   TO   30 0 
1PI.G  «   I 
CO'JTSiJK 
IRKRPdIPANK.Uur.)   «   IRKRE(IIHANKtlFLC)   ♦ 

o 

10 



I 

»MlC 

Nfi 

Mill«] 

i** r]«i 

■nil 
'"»'''>:'loio 

ii^ jr 
JOie 

ic* i 
^, * 
V7 
IC9 

MV 
it n 

ItlltMl 

311*1 

M"» 
J) it 
|ff«| 

ypptpfuo 
IMlC 

l??»f 

IfTi 

R*p;; Hr< ^fuucTioN 

•8:o5 

•er io 

♦ I 

00   150    t   a   Itlll 
IF   {IOATA(I))3S0.150.3«0 
rCMfl.TFLG)   «   irwT(I,IFL6) 

IfMSLvfl.IM.r.)   «   I0ISLV(I,IFI.C) 
CO   TO  JS0 
rDtl(|«tPl8)   ■   IPISCIflFl-C)   ♦  I 
CD   TO   /«SO 
TPCD^TAfj)   -«?3««»™S»3«6 
INE'HRri.irLC)   =   IWtTHR(I,lFl,C) 
nn TO Wt 
Mßff H"I»IFLrO   s   lAÜKfcKI.IFLC) 

Jin vf J.TKL'JJ   s   TM'irUtlflG)   * 

r.i to zoo 

♦   I 

♦ I 

* I 

1 

CALCMUTC   PFRCFNT4r,KS   FOR   PRtMT   n..T«. 

KJJÄ" "•»«««•«..../ti«» 
DO  80^0   I   s   i ,,> 

oo aoio i « its 

■ It« 

nXAKKCI^IOOO/ITOTAL 

8   (^»<KrCI,J)M00.)/lTOTAL 

RA^^ (t ^   _ 

M f'C^o j 
R^Rf(T,j) 

PC ecso i « |9||| 
M  ööSo  J a   1.4 

I'   ClCNT(ttJ))A0S0,9150,S0<ll 

OTSfJ.JI ■ 
ANETHRCJ.J). 

«GREKI.j) e 
*f.LV(l,j)     . 
fNTINUF HAGLYCJ)   »lOO.J/ICNTd.J) 

N 
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^ 

'* 

» 

• 

•> 

<0 

.' u i • i« 1 0 0 
VPI8101 
^•.:«« 

? ^ e r 
?W| 
?51 ! 

;<«; o • 

HI I 

?/ ^J 

365! 

?(-,>ffll 10 
JTl f 
771 f 
7 7?J 

^7'» I 
Üttitttl 

?7<»'«1 1<4 

T n 1 : p 1 1 5 

? " " •• c 
VHStC 

^•»oiaiso 
3011 
30? 1 
»9^» 

nülXT  THf.   t)tMPr.RAPMir  RhPOHT 
» 

VOTTE   '6.8100) 
>(Rnf.   '6.6101) 
FORMAT   riHl) 
FORMAT   CaSXiabHRAClAL   ATTITUDES   «NO   PtKCEHTlONS   SURVtY    (RAPS)f/» 

1 50X.27MnFMor.HAPHlC   rHA«ArTERlSTlCSt//t5lX»19H   ALT   1NON     BLK   6MNSI 
2 fein    C9N  FLPN     f.MM     hWM  JPNS     KKN  MXCN     P-R     SUN     NMT   OTH     TOTAL) 

VRTTE   f6.fl!0J)   IRArr.ITOTALfRACK 
FORMAT   f7x.7Hl,   RACh t 36X » lb (I" • I X) f iX 115i / »<49X »151F b. 1)/) 
MRTTE   't»610«)   tAM»*tC 
FORMAT   rTX*IW«   HOW  PIP   ARE  YOU» 2«X»11 HI 9  OR   Lt8Sl»I5»3X» 

I  9H?C  »0  23S»I?f SXfOH?«   TC  i9HSilXiUH30  Of«   OVbRHiIS»/ 
I 6oy.'jrr5,if l«5*)/) 

WRITE   f6.fiJ0?iJ   ISfcX»SEX 
FORMAT   f7Xf6r<i.   St X t 3hX.6HMALF      »1'«»-4X1 «HFEMALt      114»/f baX»F5t I» 

1   m.F5,l./) 
iRTT'i   (6.^106)    IRAVK.RANK 
FTJMAT   f7x.7'ia.   R ANS . ^SX1'»MFl-^«   ,la»8H     E5-E6   iI'4»8H      E7-fc9   fl4f 

1   PH     Wl-fc«    .I«4»nH      ni-03   tl^iüM     0M-O9   t l«4i/»,j«X»6(F,».lf7X)t/) 
ucrrr 'b.ei^n irr»»to 
FCRM^T fXtl^S, rniirATIü'J»30X.nHLESS HS ft<4»lOM HS OHAO »I<»f 

1 IN COL ."».11H COL BAAO .I^.^H AOV W.ÜREt » Hi/» S6X »FS, J » 
a  «X.rs.).SX»Fb.i,10X.F5.1»JJX.Fb.l»/) 

WKiTf  (b.PKfl,   ITtMEtTIKf 
r0fiMAT'7xi19H6.   ACT!Vf.  DUTY  TIMf. .23X. I OHLfcSS   1   YR   ||«| 

1 \\H      1   TO   3   VRS   »I^.nh      «   TO   9   Y^S   »m.l3H   10   TU   15   YK   »I«» 
2 Hh   16   ANO   OVFR   ,l'4./.a6X,5{12X»F5,U»/) 

WHITE   (6.8109)    ICNTAT.rNTAT 
POlN|IT(TX*MHr,   nrF-PllTY   INTER  RACIAL   CONTACT» 10X»6HDAILY   »I«» 

1   ^     MtfULV   »If.OH   M0NTHl.v   .r«.9H        Mf-VEH   » 11» / » S^X . " ( F5 . 1» 8X j »/) 
WRITE  r6.ailO)flRKRpri,i),lrlf<))»(R^Hf (l»I)»ieif4) 
F0RMAr(7X.16HO.   RANK   AKO   K ACE »//»13X . *JHRAMK . 22X ♦ SHHLACK » 6X» 

1 7HSPANTSM.'?X.6HWMlTF,7X»SHnTHfR»/»UX»7HEl   -   E4» 18X»« (IMX) 
2 J9X.'Jff 5.1»7X?/) 

'•'RITE   (%*|fn]    f IRKRF(?.I) .Isl,/4)t(RhRE(2»I) »I«l»«) 
FOrMATfKfx •■'►<*• F  -   l*tl|Kf«(   I«.8X)»/»39X'l(F5.l»7X)/) 
•iRTTF   (o.atl^'    (IRKRE(3.n , t»l.'»)      »(RKRt ( 3.1) » I« I»«) 
rOl|HAf(l«««TMfT   -   F0.18X.4(ia.8X1.''»39X.«(F5,l»7X)/) 
MXTI   ff-.Pll?)    CIRK^E(ü.I) .iBt.'O.CKREfö.D.IaUa) 
F0RMATi;i<lY'7HWt   -   Wa. IBX.UCf.flX) ./»39X»«(F5.1»7X)/) 
'^RITE   (»»•It«)   (tKN*e(tlSlf|«tt«MftlUlt(lt|}tX«t»«) 
r0f|HAf(l«ll*7Ntl   -   03.1«X»«(!«.8V)./»39X»«(r5>.1.7x)7) 
MTTC i**tttf)   (iRk;RE(6»i) .rsi.'O    >flliillC(*»l)iX«t»«) 
FOt;M*T(l<iK.7H03   -   09.iax»«(I«»ex)./»39x»«(FS,l»7X)/) 

SfcT   Mp FP'?   Nlior  REPORTS 
TMF  |UltTtOt4l   IN   MttN   ARRAY   A«»!   KQUfeNCRD   NUMERICALLY 
TH'»FF   OEF.H   lO   LOOP   TO   P^OOUCt! WINE   REPORTS 

00 i|f1 K«t.9 
WOTTr (6.8100) 
W0TTE (fcialSO) 
FOPMATfaSX.IhMRACIAL ATTITUOES 

1 ^?Xt3HQUESTinNNATRE./.39X» 
I  SaMfFC» FULl hPBniMP OF EACH QUESTION SEE 
WRTTf (6.8551) (H|r:01(K,J)»J»l»8) 

»/» 

AND PERCEPTIONS 8UHVFY (RAPS)»/» 

RAPS QUESTIONNAIRE)/) 

N, 
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r 

57> 

r 

r 
I 

r 

/inoic 
«on 

ucutC 

üC6lC 
•«Tl 
'ii. »»18132 

Ml?!-»lib 
|i V.6\37 
lt4tttM 
«l5t«lJ<» 

«171 

«toi 
i'Pnifli«? 
i!?M 
ü??i61«i 

«?5{ 

J?7| 

^2<»i 
ü30trtl<'7 
«Uli 

«11|l|44 
«S4I 
a35j8i53 
<l36s 
437! 

4 30 1 
4«Ctl70 
4«l I 
^?s 
-«J3:l7l 
i«/4tl7? 

^7IC 
4A8l 
aiojtne 

FC&HAT(:H*X»PAfl) 

F0RM4T(?hX'l7HC0LUMNS     A« 
I 16HNF.ITHE«     D»   Af.HFE 

PISAGRft   STRONGLY      6«   DISAliRLE      C« 
E«   MUtl  STRONGLY) 

IfjpT   a   COUNTER  FOR  EACH  REPORT 

L  a   IRPTfK) 
00   ei7S   I«lfL 

FOllOwING  TF?<T   ßATHERS  CORRECT  VALUE   TO  EXTRACT   RKPORT  QUESTION 
k*[)   ITS   DATA 

IF   (K-n8l3?.Hl<(0t8l32 
TF   (K-256l33i(«iaj.8l33 
l^  (K-3ieJ3a«8ia?,ei3'» 
1^   (K-4)öj35»f'1'43t«135 
I»-    (K-roe»3^»aUa,8t36 
1^   CK-6l8)37.6«aS»8l37 
!•    rK-7",eiS',»6l'46f 8138 
IF   (K-ai8l39i91/JTi»ll9 
IF   (K-9)«l<i9f»l<»8.8l49 
II   ■   !POB(I) 
00  TO 81«9 
II   ■   lATTCI) 
00   TO  8199 
II   ■   IFRR(I) 
r,n TIT «l«9 
!I   a   IRC(J) 
r.o TO ai«9 
TT   a   IPF(I) 
GO   TO  8U9 
TI   «   !RH(I> 
GO   TO  8J«9 
II   a   TST(I) 
f;0   TO  81 «9 
TI   a   ttUfCt) 
GO   T"   «1«9 
II   a   ISSCI) 
CONfTNO? 
i^RlTE   f6.ai53}((JSTIN(lI»JJ»JalilS) 
F0R»iATt/.oX.lSA»//39X»l7H<   RESPOND 

1   UfcilHDOOXtlHE) 
DO   6175   Jsl»« 
RE8P " (ICNT(IIfJ) •100.)/IT0TAL 
TF (ICNT(II»J)-0)l7lil7i»l70 
ÄVE a C:Pir>LY(IIfJ)*IDI8(lIiJJ»2.0*INETHR(II»J)9JtO 

I     ♦lAGRF.E(IItJ)a«»,0*lAGLY(IIfJ)»S.Q)/ICNT<Il»J)*l.O 
GO TO 172 
A^E a o.O 
CONTINUK 

RACIAL PFHCEPTIONS INVENTORY (RPI) SUMMATION FOR SCALE SCORES 

IP ?K-5)180.l«liiai 
RPI(K»J) ■ RPI(KfJ) *  kit 
CONTINUK 

INDEX föX»lHAil4XflHB«iaXflMC» -I 
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<« «Ml 

c57iC 

«59tC 

tM !C 

tt^■^^ 

aTl:9200 
ü7?t 

C7S5 
t-7^TS210 

«7A| 
«79|«219 
tiAAl 
aMi i 

■ill 

i.'»,7»ß2?9 

ttP9i 

<)'?ll8239 

«95lC 

«97lC 
a9M 
-19918250 
5001 
5cn 
5r2»«260 
SOU 
50'U 
5(,i5|B265 
SOM 
50718270 

WRITE ffc.BlS«) WACEl(J)»RKSPfAVE.IDISLY(II»J)t 
i oisi.>'CTi»j).iPisni»J)»or»(ii»j>tiNeTMR{ii,j)» 
2ANETHR(IT,J)iUr.RH(nfJ)iAGHrE(n»J)»IA(;i.yCIltJ)»Ai;LY(n»J) 

FORMAT (!9X>A7fi«>X f F5.11 «4X .K«.2»3X1«» J XFS, J f «(SXl^t 1 XF5.1) J 
CONTIHUE 

PPT   CAICUI.ATION« 
1 .  RKVFHSIfiG   AVKHAOf   VALUES   AS KfUUIREO 
2, COPRfCT SUMMATION TOTALS 
3, CALCULATE SCALE SCORES 

HRITE   (6.8100) 
00   «200  I»l»7' 
II   »   IRevd) 
PO   62D0  .talta 
IF   (TCNT'II'J) 
AVEICI.J^   «   (I 

1 ♦ur.Hr.tc 
GO   TO A300 
AVFKIiJ)   "0.0 
CONTINUE 
00   g2lö   lal.« 
IF   C.PPI(l.l)-0 
n?l(.\'l)   -   «PI 
Rftdtl)   ■   CRP 
CONTINUE 
DO   1?40   ln\tk 
TK   («Pl(2.I)-0 
PRH2.I)   B  RPI 

1 AMH(S.I)   ♦   I 
2 »VEKS.in 
RPj(2.Ti    8    (HP 
R?!(.?.*I)»IZO * 
COMTTtiDE 
PO   H^IO   Islf« 
IF   fKPI(3.I)"0 
PPT(^.!5   B   W 
COMTINI'E 
r»0  8?«n  isl.a 
IH   («»U^.D-O 
R«»I(4in   a  «IP! 

I AVh 
RPI(<*»T)   ■   (KP 
CONTINUE 

-0)8l99»8199t819Ä 
OISLY(II.J)*I^I3(n»J)*i,0tINETHR(Il»J)«3,0 
II»J)«a.0tIAr.LY{II»J)»5.0)/ICNT(II»J)«1.0 

)rt2l0f82l0t8209 
(Ifl)   -   AVEl(liI)   ♦   (6.0  *  MftlUflll 
I(l.I)/120.)*100. 

)H220*8220t8219 
(2.1)   t   AVEK^fl)   •  AVtKi.I)   -   AVEl(<ttl) 
2a,0  -   AVEl(2»I)   •   AVtl(i.I)   ■   AVeiCl.l)   - 

T(2.n/75.0)»100,0 
HPl(2»l) 

)H230.82i0f8229 
I(3»I)/«0.0)»100,0 

)H240»82<t0taaS9 
(a.I)   •.   AVEKd.n   •  AVtl(7.U   ♦   (U.O   «   AVEi(feii)   • 
U7.X)) 
Uafl)/60.0)«\00.0 

PXINT RPI   RESüi.TS 

WRITF.   (6.8250)   RACF.l 
FOR'UT   («SX.iTHSECTION   II   RACK   PERCtPTIONS   iNVENTÜKVf   //ittOX» 

1   2nHAVf.RACf-   SCALE   SCORF S. / . 35X.6HSCALF.S. 3lX .« ( A8.2X) »/) 
W^ITL  (6.I?<>C)    (RPKl.J   ).J«t.t) 
FORMAT (7xf48Mi, PERCEIVED DISCRIMINATION AGAINST BLACKS (POB). 

I  17X.«(F6.2.4X)) 
WRIT'. (6.8265JC»iEo2(l»J)»JH»l0) 
FORMAT (IOX1IÖA8) 
WRITE (6.8270) (RPI(2.J J.J«l.a) 
FORMAT (/7X.«eH2, ATTITUDE TOWARD RACIAL INTERACTION (ATX)     I 
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IM 
sir 
^11 
si? 
sn 
It« 
itl 
si»» 
111 
Itl 
St" 
*?? 
^?) 
^?? 
us 
«>^« 

■ ;7 

■:.;•, 

111 

M? 

ST«. 
S?^ 
ST7 
II« 
s»<» 
SCO 
I«) 
!«* 
I«] 
"joy 

|«l 
!•• 
I«"» 
i.ue 

|?fl 

SS'J 
sss 

•SS? 

'iSQ 

s^t 

Sr.« 

r o 

8280 

8290 

8i00 

//r.o, 
HIGH 
Hir.H 
HIGH 
THAT 

*HMY» 
• »♦ S 
• *« 
*«« 
«*« 
• «» 
*»* 
*»• 

1 

I IT 
WHIT 
^RJT 
FORM 

I 17 
wRj' 
«fit 

fORM 
I  17 
NRTT 
'.•IRTT 
nnn 
FOMft 

1 
2 
w^lT 
iTnf 

SYS". 
SCOP» 
sc'.'ßr 
SCJ-«-. 
WHITP 

n« T 

C41.F- 
«;c*t 

R»«cr*»t««ii) 
p (hte^fc^)(Hrn2c?»j)tjBif10) 
f (6,e28C) (RPI(3»J )ij8iia) 
AT (m^HK*. FFE.I INGS OF RtVERSt RACISM (FRR) 

F   ((>,8?fc'>)(HFp2(3»JJtJ«l»l0) 
E   (*.,8?65HHfEri2C'<.J).Jsl,l0) 
TF. (btae^O)  CWICM.J )fj3iia) 
AT   C/TX.^flna,   RACIAL  CH,14TE   (RC) 
xiacFb.Z'^xn 
F   (s,e2b5MHEn2(SiJ).jBi,l0) 
F    (6iP2t.S)(nED2(h,J),Jalf 10) 

AT   (////OUXt^PHMAMMDM   SCALE   ISi     l00»/i 
^OXtf^HHIpPOINT   SCALE   IS»     O0»/f 
MXt^NHlMtnUf!  SCALE   ISfc       20f/) 

r (b.eioo 

PD  • 
HE AM 
CFA'J 
ie4< 

S »FR 
TrjOT 

ME AH 
PFRC 

F-   AT 
sr 

t 
rn 

cnv 

RACF   RELAT 

MICH PFC 
s UNfAVftlA 
>   HtTtl p 

rFT«^. FAVO 
rATTS A on 
HYtS fOMHl 
FTVFD nisr 
TlTHDf TO^ 
AlF- FFFl I 

scAir- » 
SCALE- P 

nUVCttf  MHE 
h'TfNT   APK* 

CONTFNT A 
TOMS IN TM 

Hf.E ÜF PFRCtlVED OISCRIhlNATION, 
KLF. RACIAL I'lTERACTION, 
F.CL THRF>TF.NF.O DY bLACKSI OR 
*ASI.E TRF.AT^ENT OF BLACKS, 
IR OUAL'TV OF RACE RELATIONS IN THE 
T^F.NT TO HAC1AL HARMONY IS LOW. 
RMINATTO'*' ARAINST SLACKS (POB) »•• 
AHO HACTAl. INTFHACTION (ATI)    ♦♦♦ 
MM OF REVERSE RACISM (FKH)     ♦♦• 
»TTAL Cl IMATF (HC) ♦♦• 
E^SONAL EXPERIENCES (PE)        ••• 
A- RACIAL HArfASS.'-ENT (RM) 
- SYSTEM TREATMENT (ST) 
SUPF.RVTSORY TREATMENT (SUP) ••• 

REA- SELF-SEGREGATION (33) »♦♦ 
E ARMY HAVE HEEN GETTING BETTER DURING THE PAST YEAH, 

2, WITH THF SAME EOUCATIDN AND SKILLS, BLACK SOLDIERS GET BETTER TREATMENT THA 
N l.MITFS. 

J. WHITE SriLPlF^S AND SUPERVISORS ASSUME THE WORST ABOUT BLACKS IN ANY OOUÖTFü 
L GITUATTON. 

I, BLTKS WERF tiETTER OFF BEFORE THIS INTEGRATION BUSINESS GOT STARTED, 

■>. «HITF 3UPFWVISÜHS PAY LITTLF OR NO ATTENTION TO BLACKS» COMPLAINTS ABOUT 01 
SC^IMIViTTON TN THF CIVUIAN COMMUNITY, 

h* HAR9HFR PUNISHMENTS ARE GIVEN OUT TO BLACK OFFENDERS THAN TO MHITE OFFENDER 
3 FOR THF SAMR TYPF3 OF OFFENSES, 

7. HHITE9 WHO SUPERVISE BLACK SUPERVISORS 00U8T THEIR COMPETENCE. 

«. THERE IS MORE RACIAL DISCRIMINATION ON THIS MILITARY INSTALLATION THAN THER 
E IS IN CIVILIAN LIFE. 

t,   IF THINGS CONTINUE THE WAY THEY ARE GOINGi BLACKS WILL GET MORE THAN TMEIR 
FAIR SNARE 
10, BLACKS GET MORE EXTRA WORK DETAILS THAN WHITES. 

11. I UNDERSTAND THE FEELINGS OF PEOPLE OF OTHER RACES BETTER SINCE I JOINED TN 
E ARMY, 
(CO o 
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C o o 
13, THF. A«Ny 13 FI«*I.V COIHITTeO TO THE »»HlNCIPLE OP   eUü»L OPPORTUNITV, 

IS« AFTK« DUTY HOUHS» SOLDIERS SHOULD STICK TOGETHER IN UROUPS MAOg UP OF THEIR 
RACE ONir, 
1«, THE HTLITARV POLICE IN THE ARHY TREAT BLACKS WORSE THAN THEY THEAT WHITES, 

»5, DL*CKS ARE TRYlNl? TO GET AHEAD TOO FAST, 

It.   WHITCS ACT AS THOUGH STEREOTYPES ABOUT BLACKS WERE TRUE (FOR EXAHPLEi THAT 
«LACKS AR{ LAZY). 
17. THE ARMY NrKN RACE RELATIONS PROGRAMS, 

1*. BLACKS GET MTRA ADVANTAGES 0^ THIS INSTALLATION, 

19, IT Mtllf BE A GOUD IDEA TO HAVE ALL-ÜLACK AND ALL-'NHITL UNITS IN THE ARHY, 

£0, TRYING TO nRlNG A8ÜUT RACIAL INTEGRATION IS MORE TROUHLE THAN ITlS WORTH, 

til IF THE RACF PROBLEM CAN BE SOLVED ANYWHERE» IT CAN BE SOLVED IN THE ARMY, 

«-?. THERt IS RACIAL DISCRIMINATION AGAINST WHITES ON THIS INSTALLATION, 

iS| HHlTtS HAVF A BETTER CHANCE THAN BLACKS TO GET THE BEST TRAINING OPPORTUNIT 
Its, 
I«, WHIUS ASSUME THAT BLACKS COMMIT ANY CRIME THAT OCCURS» SUCH AS THEFTS IN U 
AW^ACKS« 
£5, WHITES DO NOT SHOW PROPER RESPECT FOR BLACKS WITH HIGHER RANK, 

26, BLACKS IN THE ARMY ARE NOT INTERESTED IN HOW WHITES SEE THINGS, 

27. RACK RELATIONS IN THE ARMY ARE GOOD, 

{•• BLACKS AND WHITES wOULO BE BETTER OFF IF THEY LIVED AN» wORKED ONLY wITH PE 
Ok-LF OF THKIR O^iN RACE. 
29. THE A«MY IS DOING ALL IT CAN TO IMPROVE RACE RELATIONS, 

iO. IS  f¥t   ARMY» I wOULO PREFER TO LIVE IN QUARTERS THAT ARE MIXED RACIALLY, 

SI. IF MV UNIT HAU A SUPERVISOR OF A RACE DIFFERENT FRUM MINE» I wUULD DISLIKE 
IT. 
3?, WHIU SUPERVISORS EXPECT BLACKS TO DO POORLY ON ANY JOBS OTHER THAN MENIAL 

OVTS, 
33, EQUAU OPPORTUNITY AND TREATMENT REGULATIONS ARE SELDOM ENFORCED. 

3«, WHITES ARE NOT WILLING TO ACCEPT CRITICISM FROM BLACKS, 

35, wMins GET AMY wITH BREAKING RULES THAT BLACKS ARE PUNISHED FOR. 

36. IN MY OPINION» BLACKS AND WHITES SHOULD WORK IN SEPARATE GROUPS, 

•37, BLACKS AND WHITES SHOULD MIX TOGETHER »ONLYI WHILE THEYIRE ON DUTY, 

N 

3?, OUR SUPERVISOR PICKS PEOPLE TO 00 CERTAIN DETAILS ON THE BASIS OF THEIR RAC 
E. 
39. ON THIS INSTALLATION» BLACKS WHO WORK HARD CAN ADVANCE AS FAST AS WHITES WH 

0 ••ORK JUST AS HARD. 
it« SOME BLACKS GET PROMOTED JUST BECAUSE THEY ARE BLACK. 

96 

A   ! ...—- 



0 

^?"^ 

♦.?" 
»sir 
Ml 
M? 
fkSS 

s'in 
Ml 

M.l 
•>(..; 

M7 

.'»"ill 

V»l 

^,^<' 

oH 
hS? 
665 
6^^ 
(S6S 

'■7\ 
hi? 
>7< 
f 7« 
')7S 
676 
677 
67« 

M, BLACK POWER IS A DAKGEWOUS THING, 

•>« WHITE SUPtRVlSURS ASSUME THAT BRACKS HAVE HIDDEN HOTIVES WHEN THEY AS« POR 
sn'if.THiNi;, 
a^. THE ARHV IS THYING TO IMPROVE TREATMENT OF BLACK SERVICE MEN AND NOMEN IN T 

HE CIVILIAN COMMUNITY, 
uu,   THERE IS RACIAL DISCRIMINATION AGAINST BLACKS ON THIS INSTALLATION, 

a5, WMlTfs GIVE SLACKS ROOD REASON TO nISTHUST WHITES, 

■*« IP WOULD BE A GOOD THING FCH BLACKS AND WHITES TO HANG AROUNO 10GETME« AETE 
R PUTY HnURS, 
I?« A Hl.ACK IN THE ARMY MUST 00 MORE THAN THE AVERAGE «MITE TO HAKE THE GRADE, 

■•« I LTKE PEOPLE Of OTHER RACES MORE SINCE I JOINED THE ARMY. 

•4, THE ARMYIS EUUAL OPPORTUNITY PROGRAMS HAVE BEEN HELPFUL TO OLAtKS IN THE AK 
M V 

5". HHITI SOLDIERS AND SUPERVISORS ACT AS THOUGH BLACKS HAVE TO "EARN TH RIGHT« 
TO BE THEATER EQUALLY. 
si. THERE IS SERIOUS RACIAL TENSION IN THE ARMY. 

b2, WHITES ACCUSE riLACKS OF CAUSING TROUBLE AND STARTING FIGHTS. 

5^. C4l.| INC ATTENTION TO RACIAL PROBLEMS ONLY MAKES THINGS WORSE, 

M« ULAr< FUEfyjE'-lTLV CRY IRREJUDICEI RATHER THAN ACCEPT BLAME EOR PERSONAL FAUL 
n. 
Sb, IN MY UNIT» MLACKS GET KQRSE JOBS AND DETAILS THAN WHITES, 

Sh, MOST rOMMANOEHS APPLV THE MILITARY JUSTICE SYSTEM FAIRLY TO WHITES BUT NOT 
TO BLACKS 
57. THE "  'SON BLACKS STICK TOGETHER IS TO KEEP OUT WHITES. 

b». A BLACK WHO ATTENDS AN ALL-BLACK SCHOOL IS BETTER OF AS LONG AS IT IS JUST 
hi   GOOD IS   A '••HITE SCHOOL. 
«^. THE ARMV PROVIDES A GOOD CAREER OPPORTUNITY FOR BLACKS, 

/O. BLACKS GET A«AY «ITH PHEAKING RULES THAT WHITES ARE PUNISHED FOR, 

hi, TMCHC SHOULD **■   MORE CLOSE FRIENDSHIPS BETWEEN BLACK AND WHITES IN THE ARMY 

62. BLACKS ASSAULT WHITES JUST BECAUSE THEYlRE WHITE. 

6^. BLACKS SHOULD STAY WITH THEIR OWN GROUP, 

<?«, BLACKS ARE WOt WILLING TO ACCEPT CRITICISM FROM WHITE. 

65. ON THIS INSTALLATION. I HAVE PERSONALLY FELT DISCRIMINATED A6AANST BECAUSE 
OF HY RACF . 
6*.. AT STORES. «ARS, THEATERS AND RESTAURANTS IN THE CIVILIAN CÜK"UNlTYi I M*Vt 
PEFN T»EATED DJSRf !>PECTFULLY ------ 
67, BLACKS OONlT TAKE ADVANTAGE OF THE EDUCATIONAL OPPORTUNITIES THAT 
ARE AVAILABLE TO THEM. 
6«, BLACKS GIVE WHITES GOOD REASON TO DISTRUST BLACKS 
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,W .9, MANr BLKKS Hm BfCUN TO ACT *8 l^my m   SUPtRlON TO WHITES. 

«l! 70. WHlTtS ON ^Y JOB STICK TOGETHEH 

tll\   71. I .MR WHITES 0. THIS INSTALLATION HJKING INSULTING REHAHK5 ABOUT THE HAIRS 

::S;fSt,l M
S^

ICKLKKF
S
0üO' RffRSStfnftlSU THAT THEY I« TREATEO HETTER THAN « 

^rn"! SEE .HITFS HHO «OM IN OFFICES LIKE FINANCE. 0I8BUH8EHENT, OR TRANSPORTAT 

A!1?: 7m Smt^SSaS'Äw;  Im   CLOSELY   AT   THE   WORK  OF   «LACKS   THAN   AT 

SHT»! iStr-Ämmti-tt H ^ O^^ LIVING QUARTERS THAN BLACKS OP THE 

U'l"? rJS'-HlTI SUPERVISORS GIVING BLACKS LESS CREDIT FOR GOOD PERFORMANCE THAN 

A! TUt^HM ISnF'^FRVISaRS PASS SLACKS OVER FOR TRAINING OPPORTUNITIES FOR WHI 

UV.WHJS  »HLtl.«   -CIST  JOKES   ABOUT   BLACKS. 
tll\ 7., I Ki BLACKS .HO WORK IN OFFICES LIKE FINANCE, DISBURSEMENT. OR TRANSPORTAT 

WuT. 7s^^«^?iACSOPE;IISüRSTJ^Ss"w"H^E; OVER FOR mm* OPPORTUNITIES FOR WHI 

Kil'StTlfr-Ültrt'SellVt^  DISCRIHINATORY   TREATMENT   AT   MILITARY   FACILITIES   CSUC 

;S:%J! IVäKJJ a^uiiiRtün^-««« i^tttt id^« ^UT HAIRSTYLE 

;;r.,«,HI?,Jf?,-;s! KäSISM s^rirWi« FOR WHITES TO M THROUGH THE CHAIN 

;;:: s/riiT^rJÄ^rnSnÄ?!^^ ^«^ ^ <" MIUTARY JUSTICE ASD M 

lIJl'UTm^m^S^'^ittmt'-HUI BLACKS ARE NOT ALLOWED TO WEAR -SL 

JUrrJ   rSFt-ITrs"FRllSSisC5AySYMCRE   ATTENTION   TO   THE  REQUESTS  OR   SUGGESTION 

;;:;si zm i^oi^^i' IIS k^i •K««««« TIME WITH JUST «LACKS. 
Wi   .6.   1   Ml   mn   5UPEHVIS0«S   JUDGING   THE   WORK   OF   BLACKS   IN   A   DIFFERENT   .AY   THAN 

^iT   tVÄt«   AT   THIS   INSTALLATION  REFER   TO   BLACKS   AS   -THOSE  PEOPLE-,   OR   I« 

y^^.TsF^LACK   SUPERVISORS  LOOKING  MORE  CLOSELY   AT   THE  WORK   OF   WHITES   THAN   AT 

w/S.THltS   -HHE^ON   THIS   INSTALLATION  USING  EXPRESSIONS  SUCH  AS   l*M  LIKE   A 
fMlNtnMKt«   «FHPE   WHITE   AND   211   F.TC. 
TPS,   92.   BLACKS  0^   MY   JOB   STICK   TOGETHER 

ViVt 9, I W mm GETTING AWAY WITH BREAKING RULES THAT BLACKS ARE PUNISHED FOR. 

Jg! M. I SFF BLACK SUPERVISORS PAYING LESS ATTENTION TO THE REQUESTS AND SUGGESTIO 

^r. V'l'F'^H^rsuPEJv^o;? SS&I« 'BLACKS TO WORSE WORK DETAILS THAN THEY DO 
TU! W9H6IT";EE BLACK SUPERVISORS MAKING IT MORE DIFFICULT FOR WHITES TO GO THROUGH T 

JUlInTüfS  K^ToINKSlSfJtriTll  REFER  TO   WHITES   IN   SUCH  TERMS   AS   -HONKY. 
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73M»'"AHHIT i i   0»    IREASTI, 
7i7i   9*«.   OiJuiUQ   OhF'OUTI   MOUHSi   I   Stf   KMlTFS   SPtNOlNC   TIME   «1TH   JUST   «HlTtS, 

y\9t   <J9.   I   SFE   KHlTFS   ON   THIS   IN3TALI *TIOM   ASKING   TM*T   TMET   BE   THE*TEü  ÖETTER   THAN  M 
'tr-LACKS. 
'tl'IO^. T l»l H1.ACK SLPEHVISCHS JUMtM THE wORK OF WHITES IN A DIFFERENT «Ar THAN 

,  WlltkACM« 
7'J^Jini, I SEE BLACK SUPERVISORS ASSIGNING WHITES TO HOHSt «OKK DETAILS THAN THEV 00 
7«ui 'HACKS. 
TuSilO?, I SEE HLACKS ON THJS INSTALLATION HARASSING OR EXCLUDING WHITES FHüN FACILI 

•     FMlfffl   OPfN   TO   ALL» 
7«7ilOJ.   I   SEE «LACKS   SUPEWvISORS   ON   THIS   INSTALLATION   GIVING   WHITES   LESS   CREDIT   fOH 
Tuft f.ono Pl:P^OHMAN(f  THAN TMEV T.IVF BLACKS, 
^••itM«   I   ►'FAR   «MITES   ON   THIS   INSTALLATION   REEER   TO   BLACKS   AS   iNlGGERf»    »COON1»   ETC 

791ft«f«   I   Kl   BLACK   SUPERVISORS   APPLYING   THE   UNIFORM   COPE   Of   MILITARY   JUSTICE   AND   M 
"VJlLtTAWy   REGULATIONS   OIFFmNTLT   TO   -   -   - 
"Mrlf^.   j   .SfL   ÖL*CKS   ASSIGNED   TO  LESS   DESIRABLE   LIVING   QUARTERS   TMAN   WHITES   OF   THE 
'SJiSA^.   »JRA^E. 
"'•jSjlOT,   I   SEE   flLACKS   GETTING   A^AT   WITH   BREAKING   RULES   THAT   WHITES   ARE   PUNISHEU   FOR. 
75M 
^7JI08.   I   .SEE   WHITFS   Al   THIS   INSTALLATION   HARASSINU   OR   EXCLUDING   BLACKS   ERÜM   EACILI 
7f0lTfll npM TO AI.L. 
'5t>Jl09. I  s^;  HLACKS RECEIVING DISCRIMINATOHY  TREATMENT AT MILITARY MCILITIE3  (sue 
■'^OlM  AS TME   EHCM«<t(HLl   COMVJSSARV»   -  -  - 
VIMIO. I   HFA»   *MITES   ON  THIS   INSTALLATION  REEER   TO   BLACKS  AS   lOOYli 
'-«'I 
'r3illl. | «MP BLACKS TfLL^C. RACIST JOKES ABOUT WHITES, 
7e'<: 

torn m 
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